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In troductio n 
ROSEMARY RUHIG DuMONT 
WIDESPREAD IN THE role of women in librarianship is a prod- INTEREST 
uct of the 1970s. In the early seventies, both the Supreme Court and 
Congress took steps to ensure equality of opportunity in the workplace. 
As a result, affirmative action became an issue of immediate practical 
concern to decision-makers in organizations. In the sex-stratified 
female-intensive occupation of librarianship, the problem of differen-
tial male/female advancement within the field became a focus of 
interest. 
Though some gains were made by library women during the 1970s, 
as research presented in this volume shows, the full implication of these 
gains and possible future developments are not clear. Have the doors of 
opportunity really been opened to female librarians or are those now 
being promoted into administrative ranks the tokens, the exceptions 
proving the rule that such opportunities are not open to the majority of 
women? In dealing with this question one must look for evidence of 
progress. Some data from the 1970s is reported here and selected trends 
in library practice are observed. Though the current situation cannot be 
clearly described as yet, a variety of interpretations are offered and some 
explanations are proposed. 
Experience in the private sector has shown that commitment by top 
management and the middle managers who will be dealing with incom- 
ing women is essential to successful affirmative action efforts.' A com-
mitment to affirmative action in the library field, which is reflected in 
Rosemary Ruhig DuMont is Associate Professor, School of Library and Information 
Studies, University of Oklahoma, Norman, Oklahoma. 
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an open-minded attitude toward women as library managers, might 
lead to an administrative hierarchy more tolerant of differences among 
both male and female librarians. 
The Evidence 
Once the inferior position of women librarians becomes an issue of 
concern, two possible explanations are generally proposed. Either 
library women are, by their nature, less qualified and/or interested in 
leadership positions, or discrimination is to blame. Katharine Phenix 
offers support for both explanations. Her bibliographic essay provides a 
general overview of the variety of materials from the last decade which 
have focused on the status of women in libraries. 
Suzanne Hildenbrand presents historical evidence from the Pro- 
gressive Era showing that library women have been subjected to dis- 
crimination. She offers a new model for looking at the position of 
women in librarianship and other female-intensive professions, which 
emphasizes intentional sexual segregation with masculinization at the 
top. While many will find Hildenbrand’s analysis controversial, she 
raises many important questions about the nature of librarianship as a 
female-intensive occupation and the ability of ambitious women to 
advance and make an impact on the field. 
Barbara Moran also presents historical evidence from the decade of 
the 1970s in her effort to assess the impact of the equal opportunity/af- 
firmative action law on academic librarians. She shows that although 
affirmative action laws do appear to have brought about some changes 
in the administrative staffing patterns in academic institutions, by 1982 
the administrative work force of these libraries still did not reflect the 
composition of their work force. Her study is a significant contribution, 
offering support for the conclusion that discriminatory hiring practices 
are still much in evidence in academic library settings. 
Robert Swisher, Rosemary Ruhig DuMont, and Calvin Boyer offer 
psychological evidence that many women in academic library settings 
are not motivated to be library managers. Using the Miner Sentence 
Completion Scale, which has demonstrated the concurrent and predic- 
tive validity of the concept of motivation to manage, they find that 
female academic librarians as well as female library school students who 
are interested in academic librarianship have low motivation-to- 
manage scores. Equally as interesting, however, is the finding that male 
academic librarians and male library school students who are interested 
in academic librarianship also have low motivation-to-manage scores. 
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How low levels of motivation to manage affect vocational choice is not 
clear. However, i t  appears that men are being promoted at rates not 
related to their interest in managing. 
Models from the Present 
Knowledge about career patterns of women librarians and about 
factors that influence these career patterns is also needed in an effort to 
analyze the potential for progress of women into leadership positions in 
libraries. The studies presented here show that many factors-including 
biological, psychological, sociological, and economic-influence 
career patterns. 
Betty Jo Irvine examines the family background and personal 
characteristics of academic library administrators, and suggests that 
while some demographic characteristics are out of the individual’s 
control, women can make some choices that will have positive impact 
on their chances for advancement into a managerial career. In particu- 
lar, she suggests that appropriate educational preparation and publica- 
tion activities enhance chances for visibility and subsequent career 
development. She also shows that there appear to be career and family 
trade-offs that women must make which may not be necessary for their 
male colleagues. 
Joy Greiner studies the career-development patterns of male and 
female library administrators in large public libraries. She examines 
personal and family data and finds significant differences between male 
and female directors in personal and family data which relate to age, 
marital status, presence of children, education, education of parents, 
and continuing-education activities. In addition, the data show that 
there are significant differences between male and female directors in 
the areas of aspirations for an administrative career, the number and 
sexes of mentors, the number and reasons for career interruptions, and 
the number of library employees supervised, among others. Greiner 
suggests that with viable education credentials, astutely chosen men- 
tors, and active networking, women might have a more equitable 
opportunity for obtaining management roles. 
Barbara Ivy evaluates rbumi. information prepared by professional 
librarians and points out that men and women appear to value different 
kinds of professional activities as reported on rksumks. Men, much more 
than women, tend to emphasize actions in terms of results. Her study 
shows that for candidates to be considered for positions as library 
directors, they must demonstrate the ability to develop and use power. 
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Ivy suggests therefore that women must consciously emphasize results- 
oriented activities, and show the power gained through such activities 
by including power-revealing statements on r6sumi.s. 
Rose Knotts, Traute Danielson, and Stephen Replogle examine 
personality characteristics of women in nontraditional careers, and 
compare them to profiles of adult men. Studying women professionals 
in real estate, management, accounting, and higher education, they find 
that women in nontraditional careers have psychological needs more 
like those of men than other women. 
A comparison of the profile Knotts et al. develop with that of the 
librarians profiled suggests a number of propositions about the nature 
of the library profession and the needs it fulfills for the professionals 
who work in it. Holland2 proposes a theoretical model of vocational 
choice. Holland’s theory assumes that, at the time of vocational choice, 
a person is the product of the interaction of hereditary, cultural, and 
personal forces. From these forces he or she develops a hierarchy of 
orientations for dealing with daily environmental needs and demands. 
These orientations include such variables as interpersonal skills, values, 
interests, and aptitudes. Associated with these orientations are differ- 
ences in physical and social environments. The heart of Holland’s 
theory focuses on the process by which a person searches for those 
environments congruent with his or her hierarchy of coping orienta- 
tions. It may be that librarianship attracts professionals, both male and 
female, who fit a different management model than the one developed 
in a business setting. Perhaps as men move up in the hierarchy they 
recognize the significance and utility of the business management 
model and more easily adapt to i t  than women. Consequently, they are 
able to progress further up the administrative hierarchy. It may also be 
that library men are seen to “fit” the business management model, 
whether they actually do or not, and so are promoted anyway. 
The Future 
Two final papers point the way ahead. Jill Moriearty and Jane 
Robbins-Carter indicate that role models might be a particularly signif- 
icant variable in encouraging library women to make nontraditional 
career choices. Darlene Weingand suggests that continuing education 
might provide the opportunity for women librarians to take charge and 
humanize their technological futures. 
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Introduction 
Though no generally accurate evaluations can be made now, i t  
appears that the library profession is in a period of crucial transition in 
the encouragement and promotion of women into leadership positions. 
Despite the evidence shown in this volume of some progress made in the 
1970s, much of the data provokes continuedquestioning of the effective- 
ness of action to advance women into the ranks of top management. 
New research efforts are needed to address the issue of discrimina- 
tion specifically. As has been done in other settings, experiments on 
sex-role stereotypes affecting women’s hiring, promotion, work atti- 
tudes, and evaluations by superiors and subordinates needs to be done in 
the library setting. In addition, the dynamics of the library and its 
interaction with individual attitudes need to be investigated. 
Few attempts have been made to propose solutions to the current 
stagnation of affirmative action efforts. As emphasis shifts from formal 
affirmative action efforts to informal solutions to affirmative action 
problems, knowledge is needed of the informal relationships estab- 
lished in library settings in which the daily transactions and decisions of 
the library take place. Little is known about the dynamics of informal 
networks, particularly those that may be established by women, or the 
male networks in which women are either excluded or included. One 
would hope that awareness of such power structures would enable 
women either to combat their exclusion from them or to learn behaviors 
that would bring about their participation in them. Through such 
research efforts, a better understanding of women’s place in the leader- 
ship ranks of the library profession may be forthcoming. 
References 
1 .  Shaeffer, Ruth Gilbert, and Lynton, Edith F. Corporate Experiences in Improv-
ing Women’s Job Opportunities. New York: Conference Board, 1979. 
2. Holland, J.L. “A Theoryof Vocational Choice.” /ournal of Counseling Psychol-
ogy 6(no. 1 ,  1959):85-45. 
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of Women in Libraries 1975-1985 

KATHARINE PHENIX 
RESEARCHERS INTO THE in libraries have LOOKING status of women 
almost 110 years of published material available to them through three 
main sources. 
Weibel, Kathleen, and Heim, Kathleen M. The Role of Women in Librarian- 
ship 1876-1976: The Entry, Advancement, and Struggle for Equalization in 
one Profession. Phoenix: Oryx, 1979. 
The volume presents over forty essays on women in libraries including an 
address by Melvil Dewey entitled “Women in Libraries: How They Are 
Handicapped.” Also contained here is Anita Schiller’s clear call for research 
in her “Women in Librarianship.” The final essay is Weibel’s “Toward a 
Feminist Profession.” The second half of the book offers annotatedcitations 
to literature published on women in libraries from 1876-1976. 
Heim, Kathleen M., and Phenix, Katharine. On Account of Sex:An Annotated 
Bibliography on the Status of Women in Librarianship 1977-1981. Chicago: 
ALA, 1984. 
The ALA Committee on the Status of Women in Librarianship (COSWL) 
supported this work in light of its charge “to promote and initiate the 
collection, analysis, dissemination and coordination of information on the 
status of women in librarianship.”’ Formatted to conform with the arrange- 
ment of its predecessor, On Account of Sex adds to the 1876-1976 material 
and continues with annotated citations of material published between 1977 
and 1981. The introductory essay characterizes the “demi-decade” as a period 
of feminist activism in libraries. 
Katharine Phenix is Circulation Librarian, Westminster Public Library, Westminster, 
Colorado. 
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Phenix, Katharine. "Women in Librarianship 1981-." Chicago: ALA, COSWL, 
1982- . These dot-matrix-printed bibliographies are produced biannually 
and presented to COSWL at Midwinter Meetings and Annual Conferences of 
the ALA. There are four of them at this time; one each for 1982,1983, 1984, 
and 1985. The bibliographies are not annotated, and present citations in 
alphabetical order by author. 
Collectively, the Weibel, Heim, and Phenix sources contain 
approximately 2100 citations. In Role of Women, the first 100 years are 
represented by just over 1000 citations. The next five years, gathered 
together in On Account of Sex, contain 660citations. The supplemental 
bibliographies account for another 300 citations in three years. Clearly, 
publication activity has heightened since the early 1970s when Anita 
Schiller and others called for research on the status of women in libraries 
and librarians rode the wave of feminism throughout the decade. 
The context of these carefully counted bibliographic units is yet to 
be explored. Our 110years of published materials need some measure of 
qualitative arrangement, other than in the natural chronological pro- 
gression we now find them. Role of Women, On Account of Sex, and the 
COSWL bibliographies deliver comprehensive, chronological, and 
extensively indexed accounts of all published material from which a 
researcher could extract all citations which would provide a basis for 
any kind of inquiry into the status of women in librarianship. This 
bibliographic essay will provide a general overview of the many kinds of 
material from the last decade (1975-1985) which have been gathered in 
the major bibliographies on women in librarianship, and then proceed 
to extract from them the major publications which focus on the status of 
women in libraries. 
Surveys 
Probably the richest literature from which to extract empirical data 
about women in libraries is survey research. Surveys of librarians pro- 
vide us pieces, glimpses, and a patchwork of information about librar- 
ians who belong to a particular association, live in the same 
geographical area, work in a similar institution, or perform a type of 
service. 
Much of the documentadon cited is not directly related to primary 
research on women. Schiller has noted: "References to women in librar- 
ianship can be uncovered in hundreds of reports, surveys, and articles. 
Yet this subject is rarely the primary focus of investigation. Only a 
handful of studies pinpoint this subject at the start or begin with the 
question 'What is the status of women in librarianship?' "'As awareness 
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of the “disadvantaged majority” of women in libraries has grown in 
recent years, most researchers now recognize that when data are analyzed 
by sex of respondents, significant differences are found between men 
and women library professionals. 
A partial picture of women in libraries emerges from overall studies 
of librarians which are regularly produced by various professional and 
educational organizations. For example, cited in the published bibliog- 
raphies on women in librarianship are reports from the National Center 
for Education Statistics HEGIWLIBGIS data on types of libraries (e.g., 
academic, public, school) and other reports of master’s and doctoral 
degrees conferred. Another organization which provides librarian data 
by sex is the College and University Personnel Administration (CUPA) 
Administratiue Comflensation Suruey. (Washington, D.C.: CUPA). 
The Association of Research Libraries publishes the A R L  Annua l  
Salary Suruey (Washington, D.C.: ARL), which reveals sex and salaries 
of librarians in ARL libraries by position. Annual “placements and 
salaries” articles appear in Library Journal. These data provide infor- 
mation on new master’s-degree recipients, placement, and salaries by 
sex. The placements and salaries surveys are published in Library 
Journal and reprinted in the Bowker Annua l  of Library CL Book Trade 
Information. Data on library school students and faculty appear in the 
annual statistical report of the Association for Library and Information 
Science Education (State College, Pa.: ALISE). The status of media 
professionals is described in the Educational Media Yearbook (Lit-
tleton, Colo.: Libraries Unlimited). 
Aside from the annual publications, library associations can be 
depended on periodically to poll their memberships. There are survey 
data from the American Library Association, American Association of 
Law Librarians, American Society for Information Science, Association 
for Educational Communications and Technology, Society of Ameri- 
can Archivists, Special Libraries Association, and the Medical Library 
Association from which to glean information about the status of women 
library workers. Several state and regional publications are also likely to 
gather data about the sex and status of librarians who hold particular 
positions in a particular geographic region. 
Kathleen Heim has contributed a comprehensive outline of survey 
research in her article. 
Heim, Kathleen M. “The Demographic and Economic Status of Librarians in 
the 197Os, With Special Reference to Women.” In Advances in Librarian-
shi@,vol. 12, edited by Wesley Simonton, pp. 1-45. New York: Academic 
Press, 1982. 
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In her essay she notes that “the absence of a single set of demographic 
indices to describe the library profession is a major obstacle to studies of the 
library work force. Each new scholar must piece together incompatible 
reports and surveys in order to begin to develop a research model for a 
particular p r ~ b l e m . ” ~  
Additionally, as survey researchers begin to narrow the types of 
variables which delineate the professional activities of librarians, a 
number of studies have appeared that focus on a particular aspect of 
library professional activity. These studies look at directorships, men- 
toring, authorship, tenure, sabbaticals, job mobility, or other factors 
that contribute to the measurement of professional success. In the final 
analysis, there are only two kinds of librarians, male and female. Only 
those research reports which ask or answer Schiller’s question “What is 
the status of women in libraries?” are included here. Several valuable 
surveys, cited in the published bibliographies, are therefore excluded. 
American Library Association. Office for Library Personnel Resources. The  
Racial, Ethnic and Sexual Composition of Library Staff in Academic and 
Public Libraries. Chicago: ALA, 1981. 
Boisard, G. “Do Women Hold the Reins of Power in French Libraries?” Unesco 
Bulletin for Libraries 29(Nov.-Dec. 1975):303-14. 
Deutrich, Mabel E. “Ms. vs. Mr. Archivist: An Update.” SAA Women’s Caucus 
Newsletter 5(Feb. 1981):3-6. 
. “Women in Archives: A Summary Report to the Committee on the 
Status of Women in the Archival Profession.” American Archivist 38( Jan. 
1975):43-46. 
Drake, Sunniva. “Kuinka Kirjastonhoithan ammatista tuli naisvaltainen ja 
alipalkattu (Why Are Librarians Women and Underpaid?)” Kirjastolehti 
73(7-8):372-74. 
Elkins, Deborah. “Plus 0Change.” Library Occurrent 26(May 1978):53-58. 
Fischer, Linda, et al. The Career Paths of Male and Female Librarians in 
Canada: Report to the Canada Council. Supported by Canada Council 
Grant 574-1740. Submitted 26 Jan. 1977. 
Three offshoots of this major study are: 
Cheda, Sherrill, et al. “Salary Differentials of Female and Male Librarians in 
Canada.” Emergency Librarian 5( Jan.-Feb. 1978):3- 13. 
Futas, Elizabeth. “An Analysis of the Study, ‘Career Paths of Male and Female 
Librarians in Canada.’ ” In Status of Women in Librarianship: Historical, 
Sociological and Economic Issues, edited by Kathleen M. Heim, pp.393-423. 
New York: Neal-Schuman, 1983. 
Wasylycia-Coe, Mary Ann. “Profile: Canadian Chief Librarians by Sex.” 
Canadian Library Journal 38(June 1981):159-63. 
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Heim, Kathleen M., and Estabrook, Leigh S. Career Profiles and Sex Discrimi-
nation in the Library Profession. Chicago: ALA, 1983. 
Other articles that describe the findings of this major survey 
include: 
Estabrook, Leigh S., and Heim, Kathleen M. “A Profile of ALA Personal Mem- 
bers.” American Libraries 1 1(Dec. 1980):654-59. 
Heim, Kathleen M., and Estabrook, Leigh S. “Career Patterns of Librarians.” 
Drexel Library Quarterly 17(Summer 1981):235-49. 
Goggin, Jacqueline. “The Feminization of the Archival Profession: An Analy- 
sis of the 1982 Salary Survey As It Pertains to Women.” American Archiuist 
47(Summer 1984):327-30. 
Goldstein, Rachael K. “The Status of Women in the Administration of Health 
Science Libraries.” Bulletin of the Medical Library Association 63(0ct. 
1975):386-95. 
Goldstein, Rachael K., and Hill, Dorothy R. “Status of Women in the Admini- 
stration of Health Sciences Libraries: A Five-Year Follow-up Study, 1972- 
1977.” Bulletin of the Medical Library Association 68(Jan. 1980):6-15. 
Golrick, Jul. “Status and Economic Interests of Health Science Library Per- 
sonnel.” Bulletin of the Medical Library Association 72(Jan. 1984):117-18. 
Heim, Kathleen M., and Kacena, Carolyn. “Sex, Salaries and Library Support ... 
1979.” Library Journal 105( 1 Jan. 1980):17-22. 
. “Sex, Salaries and Library Support ...1981.”Library Journal 106(15 
Sept. 1981):1692-99. 
J a b h i ,  Magda. “Women Librarians and Documentalists in Hungary.” Unesco 
Bulletin for Libraries 29(Nov./Dec. 1975):315-18. 
Leuthe, Marie. “The Status of Women and Ethnic Minorities Employed in the 
Libraries of the California State University and College System.” Arlington, 
Va.: ERIC Document Reproduction Service, 1977 (ED 127 984). 
Maggio, Theresa E. “Role of Women Directors in Louisiana’s Public and 
Academic Libraries.” Louisiana Library Association Bulletin 47(Summer 
1984): 19-22. 
Marley, S. “A Comparative Analysis of Library Directorships in Four Midwest- 
ern States.” Focus on Zndiana Libraries 29(Fall/Winter 1975):4-7. 
Martin, Jean K. “Salary and Position Levels of Females and Males in Academic 
Libraries.” In Status of Women in Librarianship, pp. 243-85. 
Pankhurst, Rita. “Women and Libraries: Part 1-Women in Polytechnic Li- 
braries: A Preliminary Report on Their Representation at Various Salary 
Levels.” Znforrnation and Library Manager 1(Dec. 1981):88-90. 
Rensel, Jeanne. “The Status of Women Librarians in Washington State.” 
P N L A  Quarterly 44(Summer 1980):18-25. 
Ritchie, Sheila. “2000 to 1: A Sex Oddity.” Assistant Librarian 72(March 
1979):38-41. 
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. “Women and Libraries: Part 2: The Position of Women in Public 
Libraries.” Znformation and Library Manager 1(Dec. 1981):89-90. 
Sharma, Prahba, and Wheelock, Gerald C. “An Examination of the Position of 
Female and Male Librarians in Academic Libraries in Alabama, Georgia 
and Mississippi.” Southeastern Librarian 33(Fall 1983):65-68. 
Swisher, Robert, and DuMont, Rosemary Ruhig. “Sex Structuring in Academic 
Libraries: Searching for Explanations.” Library Quarterly 54(April 
1984): 137-56. 
History 
The largest body of literature on women in libraries is that which 
provides a historical context to women’s status in the profession. 
Included are both the longer histories of women in libraries and the 
shorter era of women’s activism in libraries. Part of this history is the 
age-old image problem, and its relationship to women librarians; mate- 
rials which examine this in a political or economic context also are 
included: 
Biggs, Mary. “Librarians and the ‘Woman Question’: An Inquiry Into Conser- 
vatism.” Journal of Library History 17(Fall 1982):411-28. 
Brand, Barbara Elizabeth. “Librarianship and Other Female Intensive Pro- 
fessions.” Journal of Library History 18(Fall 1983):391-406. 
. “Sex-Typing in Education for Librarianship.” In Status of 
Women in Librarianship, pp. 28-29. 
Chapman, Liz. “Pay Equal But Not Opportunities.” Library Association 
Record (May 1978):232-33. 
Cummings, C.S. A Biographical-BibliographicalDirectory of Women Librar- 
ians. Madison: University of Wisconsin-Madison, Library School 
Women’s Group, 1976. 
Euster, Joanne R. “A Woman’s Profession in Academia: Problem and Propos- 
al.” In New Horizons for Academic Libraries, edited by Robert B. Stueart 
and Richard D. Johnson, pp. 370-74. New York: G.K. Saur, 1979. 
Fain, Elaine. “Manners and Morals in the Public Library.” Journal of Library 
History lO(Apri1 1975):99-105. 
Farnsworth, H.A. “The Position of Women in Libraries: Prone?” Librariansfor 
Social Change 10(Winter 1975-76):5-8. 
Fenster, Valmai. “Women’s Contributions to the Library School: 1895- 1939.” 
In University Women: A Series of Essays, Volume 11 (Wisconsin Women: 
Graduate School and the Professions), edited by Marian J. Swoboda and 
Audrey J. Roberts, pp. 21-27. Madison: University of Wisconsin System, 
Office of Women, 1980. 
Garrison, Dee. Apostles of Culture: The  Public Librarian and American Soci- 
ety. New York: Free Press, 1979. 
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. “Women in Librarianship.” In A Century of Seruice: Librarian- 
sh ip  in the United States and Canada, edited by S.L. Jackson et al., pp. 
146-58. Chicago: ALA, 1976. 
Gasaway, Laura N. “Women in Special Libraries.” In SpecialLibrarianship~A 
N e w  Reader, edited by Eugene P. Jackson, pp. 85-92. Metuchen, N.J.: 
Scarecrow, 1980. 
Gerhardt, Lillian N. “Before-and Since-Angie.” School Library Journal 
23( Jan. 1977):6-8. 
.“Take Her Up Tenderly.” School Library Journal 26(Feb. 1980):7. 
Glasser, L. “Bibliotekaryket-et feministyrke” (Library Profession-A Femi-
nist Profession?). Bok oq Bibliotek 43(Sept. 1976):397-98. 
Greenberg, Herman. “Sex Discrimination Against Women in Libraries.” In 
W o m e n  in Librarianship: M e l d ’ s  R i b  Symposium,  edited by Margaret 
Myers and Mayra Scarborough, pp. 49-62. New Brunswick, N.J.: Rutgers 
Graduate School of Library Studies, 1975. 
Grotzinger, Laurel A. “Biographical Research on Women Librarians: Its 
Paucity, Perils and Pleasures.” In Status of W o m e n  in Librarianship, pp. 
139-90. 
. “Dewey’s ‘Splendid Women’ and Their Impact on Library Educa- 
tion.” In Milestones to  the Present: Papers f r o m  Library History Seminar V ,  
edited by Harold Goldstein, pp. 125-52. Syracuse, N.Y.: Gaylord Profes- 
sional Publications, 1978. 
. “Librarian! How Fair the Pages Are.” Michigan Librarian 42(Fall 
1976): 13-21. 
. “The Proto-feminist Librarian at the Turn of the Century: Two 
Studies.” Journal of Library History lO(Ju1y 1975):195-213. 
. “Women Who Spoke for Themselves.” College CL Research 
Libraries 39(May 1978):175-90. 
Hildenbrand, Suzanne. “Revision vs. Reality: Women in the History of the Pub- 
lic Library Movement.” In Status of W o m e n  in Librarianship, pp. 7-27. 
. “Some Theoretical Considerations on Women in Library 
History.” Journal of Library History 18(Fall 1983):382-90. 
Jackson, Eugene B. Three Grandes Dames of Dayton, O h i o  As a Well-Spring of 
W o m e n  Special Librarians. Arlington, Va.: ERIC Document Reproduction 
Service, 1980 (ED 184 503). 
Lundy, Kathryn Renfro. W o m e n  View Librarianship: N i n e  Perspectives. 
Chicago: ALA, 1980. 
Maack, Mary Niles. “Toward a History of Women in Librarianship: A Critical 
Analysis With Suggestions for Further Research.” Journal of Library His- 
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ARLISINA 9(0ct. 1981):185-89. 
Turner, Robert L., Jr. “Femininity and the Librarian-Another Test.” College 
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Career Paths, Patterns, and Assessment 
Most surveys of librarians provide empirical data that describe the 
status of librarians at one point in time, and do not provide longitudinal 
data about how they got where they were and where they may want togo 
from there. Notable exceptions are the Heim and Estabrook project and 
the Canadian study of career patterns already cited in the “Survey” 
section. The following materials represent survey research which 
attempts to draw a clearer picture of the status of women in libraries by 
comparing the different career patterns of women and men in libraries. 
Within the context of career patterns, some researchers have selected 
mobility as a specific variable. Another aspect of employment in librar- 
ies as i t  relates to women is the availability of part-time work. 
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Many of the citations in the women in libraries bibliographies that 
contribute to information about women librarians and their careers are 
those which describe the Career Development and Assessment Center 
for Librarians (CDACL) established at the Graduate School of Library 
Science at the University of Washington in Seattle. The CDACL was set 
up  precisely because career assessment is especially beneficial in a 
feminized profession. Those citations are not included here. 
Arskey, L. “The Part-time Librarian: A Summary of Support.” PNLA 
Quarterly 39( Spring 1975):4-9. 
Ambrose, Karen S. “Power, Women andMLA.” Bulletin of the Medical Library 
Association 66( Jan. 1978):67-68. 
Braunagel, Judith Schiek. “Job Mobility as Related to Career Progression of 
Female Academic Librarians in the South.” Ph.D. diss., Florida State Uni- 
versity, 1975. 
. “Job Mobility of Men and Women Librarians and How It Affects 
Career Advancement.” American Libraries 1O(Dec. 1979):643-47. 
Creth, Sheila. “The Impact of Changing Lifestyles on Library Administra- 
tion.” Southeastern Librarian 30( Summer 1980) :74-8 1. 
Dale, Doris C. Career Patterns of Women Librarians with Doctorates 
(Occasional Papers No. 147). Urbana-Champaign: Graduate School of 
Library Science, University of Illinois, 1980. 
Dickson, Katherine Murphy. “The Reentry Professional Librarian.” In Status 
of Women in Librarianship, pp. 425-35. 
Drake, Miriam A. “Women in Librarianship: Jobs and Careers.” Library 
Management Bulletin 2(Spring 1979):7-8. 
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, “The Woman Academic Library Administrator.” In Status of 
Women in Librarianship, pp. 207-41. 
Goldstein, Rachael K. “Women in Health Sciences Librarianship: An Over- 
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Mount Sinai School of Medicine, Levy Library, 1978. 
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Michael D. Kathman and Virgil F. Massman, pp. 421-31. Greenwich, Conn.: 
JAI Press, 1982. 
Moran, Barbara K. “Career Patterns of Academic Library Administrators.” Col-
lege CL. Research Libraries 44(Sept. 1983):334-44. 
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“Part-time Work Patterns in Some Melbourne Academic Libraries.” Australian 
Academic and Research Libraries 16(Dec. 1983):229-31. 
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4(Summer 1977): 14- 17. 
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Darlene M. Weingand, pp. 25-33. Ann Arbor, Mich.: Pierian Press, 1982. 
Taylor, Marion R. “Mobility and Professional Involvement in Librarianship: 
A Study of the ‘Class of ‘55.’ ” In Status of Women in Librarianship, pp. 
321-44. 
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Women in Library Management 
There are few women in top management positions in libraries. 
Some researchers have contributed to the knowledge we have about the 
status of women in libraries by studying management positions and the 
few women who hold them. 
Brandehoff, Susan. “Spotlight on Women Managers.” American Libraries 
16(Jan. 1985):20-28, 45-46. 
Clarenbach, Kathryn F. “Women as Managers: Does It Make a Difference?” In 
Women and Management: Theories, Skills and Values, pp. 101-08. 
Courain, Margaret E. “Women in Library Management: Stop, Look & Listen.” 
Library Management Bulletin 2(Spring 1979):2-7. 
Dragon, Andrea. “Leadership: Myths, Theories and Beliefs.” In Women and 
Management: Theories, Skills and Values, pp. 15-23. 
Dworak, Marcia. “Women in Public Library Management: How DoThey Mea- 
sure Up?” Public Library Quarterly l(Summer 1979):147-60. 
Goggin, M.K. “Women in Library Administration in the U.S.” In Women in  
Library Administration, pp. 53-56. Madison: University of Wisconsin, 1976. 
Granheim, E. “Libraries, Librarians and Library Administration: In Norway.” 
In Women in Library Administration, pp. 11-19. 
Heim, Kathleen M. “Factors Contributing to a Continued Status Differentia- 
tion Between Male and Female Librarians.” In Women and Management; 
Theories, Skills and Values, pp. 3-13. 
Irvine, Betty Jo. “Women in Academic-Library Higher Education and Cor-
porate Management: A Research Review.” In Status of Women in Librarian- 
ship, pp. 287-320. 
Martin, A.B. “Women in Library Administration in the U S ”  In Women in 
Library Administration, pp. 49-52. 
Martin, Jean Krieg. “Factors Related to the Representation of Women in Li- 
brary Management.” Master’s thesis, University of Georgia, 1978. 
. “Academic Library Management: A Comparison of Females and 
Males.” Library Management Bulletin 2(Spring 1979):9-11. 
Molholt, P. “Women in Library Administration: An Institute.” In Women in 
Library Administration, pp. iv-vi. 
Morris, Beryl. “Women in Senior Library Management.” Herald of Library 
Science 22( Jan./April 1983):72-76. 
Ogunsheye, F.A. “Libraries, Librarians and Library Administration: In 
Nigeria.” In Women in Library Adminstration, pp. 20-27. 
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Information and Library Manager 2(June 1982):19-20, 23. 
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Savova, E.E. “The Role of Women in the Field of Librarianship in the People’s 
Republic of Bulgaria.” In Women in Library Administration, pp. 28-33. 
Schuman, Patricia Glass. “Women, Power and Libraries.” Library Journal 
109(Jan. 1984):42-47. 
Yates, Ella Gaines. “Sexism in the Library Profession.” Library Journal 104( 15 
Dec. 1979):2615- 19. 
Status and Activities 
Other sources which tell about women in libraries are those which 
report the activities of women librarians who have joined together to 
fight discrimination against women in libraries. Heim and Phenix have 
pointed out that “from 1977 to 1981 library women joined in coalitions 
to fight for ERA, pay equity and expanded human services for women.” 
Library women also worked on professional issues such as the need for 
better advertising positions, enhanced women’s involvement in profes- 
sional activities, and documentation of inequities4 
Much of the documentation of this activity is ensconced within the 
reports of association conferences. The ALA conference reportage 
appears in national library periodicals such as American Libraries, 
Library Journal, School Library Journal, and WilsonLibrary Bulletin. 
The Library of Congress Information Bulletin is also a source of infor-
mation about national conferences. State conferences are reported in 
state journals and newsletters, and other library associations report in 
their association journals. There are also library women’s groups active 
in Canada, Great Britain, Australia, New Zealand, and Japan, to name a 
few. The citations which lead to news notes and offer only a few 
sentences on the activities of women in libraries are not included here. 
Neither are “News in Review”artic1es which are also likely to mention 
women’s progress in libraries on an annual basis, nor the A L A  Year- 
book of Library and Information Services which has included an essay 
on the status of women in libraries each year since the founding of 
COSWL in 1977. 
The most in-depth information about the activities of library 
women’s groups comes from the journals and newsletters they them- 
selves publish. The following is a list of those publications. 
Bookwoman. Women’s National Book Association, edited by Susan B. Trow-
bridge, vice-president of editing, design, and production. Addison-Wesley, 
Reading, MA 01867. 
Dialogue. Newsletter of the SLA Women’s Caucus 1980-1983, edited by Gurley 
Turner, Catalyst, 14 East 60th St., New York, NY 10002. 
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FLINT News, June 1984- . Write to Yoko Taguchi, Kyoto Seika College, Kino, 
Iwakura, Sakyo-ku, Kyoto 606, Japan. 
Ms. Management, July 1982- . North Carolina Library Association. Round 
Table on the Status of Women in Librarianship, edited by Julie Sanders, 
Thruway Branch Library, Forsyth County Public Library System, 665 West 
5th St., Winston-Salem, NC 27701. 
SAA (Society of American Archivists) Women’s Caucus Newsletter, 1975- , 
edited by Daria D’Arienzo, Robert Frost Library, Amherst College Archives, 
Amherst, MA 01002. 
Status of Women in Librarianship Special Interest Group Newsletter, 1984-, 
edited by Jinette de Gooijer, c/o Ansett Airlines of Australia, Technical 
Library Engineering Base, Melbourne Airport, Victoria 3045, Australia. 
Women in Libraries (Newsletter of the SRRT Feminist Task Force). 1974- , 
edited by Kay Jones, University of New Mexico Library, Reference Dept., 
Albuquerque, NM. (Subscription information from Leslie Kahn, 2 Man- 
Chester !2A, Newark, NJ 07104.) 
WLW NewslViewslReviews for Women in Libraries 1976- , edited by Carol 
Starr and Helen Josephine. (Women Library Workers, 2027 Parker, Berke- 
ley, CA 94704.) 
Wisconsin Women Library Workers Newsletter 1976- , edited by Ann Clark. 
(Wisconsin Women Library Workers, P.O. Box 1425, Madison, WI 53701.) 
Directories 
Over the years, women in libraries have found several ways tocreate 
alternative networks. Newsletters, journals, and directories have region- 
ally and nationally linked feminist librarians. 
The first directory of this kind was the concept of the SHARE 
(Sisters Have Resources Everywhere) directory. SHARE directories have 
been published in California, Wisconsin, and Illinois. Five editions of 
the SHARE Directory have attempted national scope. The most recent 
was published in 1985 by the Illinois Library Association, Women’s 
Concerns Task Force. They are all cited below in chronological order. 
Sisters Have Resources Everywhere: A Directory of Feminist Librarians, 
compiled by Carole Leita and Renee Feinberg. San Francisco, Calif.: 
ALA/SRRT Task Force on Women, 1975. 
SHARE: A Directoy of Feminist Library Workers, 2d ed., compiled by Carole 
Leita, M. McKenney, and S. Critchfield. San Francisco, Calif.: Women 
Library Workers, July 1976. 
SHARE: A Directoy of Feminist Library Workers, 3d ed., compiled by Carole 
Leita. Berkeley, Calif.: Women Library Workers, 1978. 
SHARE: Sisters Have Resources Everywhere: A Directory of Wisconsin Women 
Library Workers. Madison, Wis., n.d. 
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SHARE: A Directory of Feminist Library Workers, 4th ed. Berkeley, Calif.: 
Women Library Workers, 1980. 
SHARE: A Directory of Feminist Library Workers in Illinois, compiled by 
Martha Childers. Urbana-Champaign: University of Illinois, Graduate 
School of Library and Information Science, Women Library Workers, 1981. 
SHARE: A Directory of Feminist Library Workers in Illinois, compiled by 
Katharine Phenix. Urbana-Champaign: University of Illinois, Graduate 
School of Library and Information Science, Women Library Workers, 1982. 
SHARE: A Directory of Feminist Library Workers in Illinois, compiled by Tina 
Owens. Urbana-Champaign: University of Illinois, Graduaie School of 
Library and Information Science, Women Library Workers, 1983. 
SHARE: A National Directory of Feminist Library Workers, compiled by Tina 
Owens. Chicago: Illinois Library Association, SRRT Women’s Concerns 
Task Force, 1985. 
Another directory that has paralleled the development of the 
SHARE directories is the Indiana Network Directory, which has been 
published in Indiana since 1980. Citations are in chronological order. 
Leavitt, Judy. Indiana Network Directory. Muncie, Ind.: s.n., 1980, 
.Indiana Network Directory. Indiana Library Association Division 
on Women in Indiana Libraries, 1981. 
Kieffer, Suzanne. Women in Indiana Libraries Network Directory. Evansville: 
Indiana Library Association Division on Women in Libraries, 1983. 
The ALA Committee on the Status of Women in Librarianship, 
recognizing that women in libraries were organizing on a number of 
levels, and responding to its charge to “coordinate the activities of ALA 
units that consider questions having special relevance for women.. .and 
to establish contacts with committees on women within other pro- 
fessional group^..."^ began to publish a directory of these women’s 
groups. The directory contains the activities of the groups and the 
names and addresses of the contact persons. 
Mallory, Mary, and Heim, Kathleen M. Directory of Library and Information 
Professions Women’s Groups. Chicago: ALA, COSWL, 1981. 
Mallory, Mary. Directory of Library and Information Profession Women’s 
Groups, 2d ed. Chicago: ALA, COSWL, 1982. 
Fu, Tina C. Directory of Library and Information Profession Women’s Groups, 
3d ed. Chicago: ALA, COSWL, 1983. 
The literature on women in libraries could be placed into many 
categories and/or subclassifications other than those found here. Survey 
data, historical research, and specialized inquiry into career pattern and 
management techniques are only convenient, broad categories used for 
selection in this bibliography. Here, only an overview of the research 
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and reports exclusively dedicated to the status of women in libraries are 
included. For example, several essays on topics other than those in this 
bibliography appear in volumes such as Heim’s Status of Women in 
Librarianship or special journal issues on women (notably “Beyond 
Awareness: Women in Libraries Organize for Change.” School Library 
Journal 23[Jan. 19771, Wilson Library Bulletin 52[Dec. 19821, and 
Librarians for Social Change [no. 1,19821). They wereexcluded because 
the primary focus only touched on the topical categories listed here. 
Literature on pay equity-the most urgent personnel issue for 
librarians in the 1980s-has been omitted because the outcome of that 
particular struggle will affect women and men alike, and will do no less 
than enhance the status of the library and information professions. 
Another topic, that of intraoccupational segregation and its contri- 
bution to the wage and status gap among librarians, offers a new target 
for research. The impact of more men in children’s librarianship, or of 
an influx of women in archives, media centers, or as ARL directors 
would provide an appealing topic to explore. 
Library researchers will continue to investigate sex, the one binary 
variable which all librarians hold in common, as long as it continues to 
be associated with the nature of a librarian’s contribution to the 
profession. 
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W O M E N  LIBRARY LEADERS and library women generally have received 
unsatisfactory treatment in library history. The history of other female- 
intensive professions' generally shows the same problem: a record that 
ignores or blames women. This article will offer a new model for 
looking at the position of women in librarianship and other female- 
intensive professions. The model consists of three parts: (1) the needs of 
the emerging Progressive or welfare state with its ever-growing list of 
activities, the (2)prevailing gender system in Progressive America, and 
(3) the adjustments required to accommodate the tensions between the 
first two. This model rests upon the assumption that political context is 
vital to an understanding of women's work and the process of 
professionalization. 
Progressivism and Professionalism 
America in the 1890s faced numerous challenges: the rapid expan- 
sion of industrial capitalism, accompanied by urbanization, immigra- 
tion, and the closing of the geographic frontier. Opportunity, the 
traditional promise of American life, seemed to be eroding for many and 
social class divisions were becoming more visible. The Progressive 
response to these conditions laid the groundwork for the future develop- 
ment of the welfare state in America. Progressivism linked large-scale 
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government intervention, necessary to deal with the new conditions, to 
an old tradition, individual opportunity. Government intervention was 
justified as a method to curtail unfair competition or protect individual 
opportunity. With this mandate, government-federal, state, or local- 
took on numerous new tasks. The exact nature and extent of these tasks 
varied and depended upon the “social contract” hammered out from the 
conflicting demands of various reform groups, organized labor, and 
capital in a given period or place. The growth of government into areas 
that were previously individual, family, or neighborhood concerns, 
while uneven, has been striking in twentieth-century America. 
An army of allegedly disinterested, objective experts with extended 
education, many claiming professional status, was required to support 
the Progressive state and the welfare state that evolved from it.’ These 
experts would perform a variety of tasks; among these would be staffing 
regulatory agencies, teaching in the schools that now held children 
longer, inspecting products and practices, and conducting surveys and 
tests.3 Many of these careers, fostered by the Progressive state’sreforms to 
safeguard the opportunity of lower-class individuals, offered mobility 
to middle-class youth; among these would be women from colleges and 
universities, normal schools, and library- and hospital-training pro- 
grams. A vocal feminist movement, often called the “first wave” to 
distinguish it  from the current feminist movement, supported the new 
women experts. 
Professional status remained elusive for most members of the army 
of experts. This is usually explained as a deficiency in the occupation’s 
knowledge base, in the code of ethics, or in other of those characteristics 
that sociological literature assigns to “true professions.” An alternative 
view suggests that the answer may be found in the relationship between 
a given occupation and the prevailing “arrangements of p ~ w e r , ” ~for 
members of different occupations had different relationships to the 
major sources of political power and played different roles under the 
“social contract.” Some negotiated the delicate compromises involved 
in the social contract, working closely with ruling-class power brokers 
and even merging with them. Others legitimated or gave legitimacy to 
the arrangements that had been negotiated. Legitimation took two 
forms: development of ideology and the delivery of real services. 
Members of the legal profession forged the compromise upon 
which the modern American industrial state rested; and while not all 
lawyers engaged in this work, lawyers came to dominate the core deci- 
sions as representatives of government and in the service of the major 
corporations and labor unions. Teachers, librarians, social workers, 
and medical workers were largely legitimators-their work made the 
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basic arrangements of the state seem just and acceptable. They not only 
actively inculcated belief in the state but also made available worth- 
while services to individuals who would not otherwise have access to 
them. Nai’ve revisionists in recent years have concentrated on the ideo- 
logical arguments and overlooked the real services rendered. For exam- 
ple, platitudes about Americanization from various library leaders of 
the Progressive period are overreported, while the meaning of the public 
library in the life of a Russian Jewish immigrant like Mary Antin is 
almost o~erlooked.~ 
The role of the medical professions is anomalous. American doc- 
tors have remained more independent of the “social contract” than have 
doctors in other industrialized countries and American doctors’ earn- 
ings and status are higher. They appear to have benefited from the 
power of the state-primarily through licensing arrangements-and to 
have performed relatively little service for the state. Of course, some 
doctors have performed legitimating functions. Critics point to the 
tendency to medicalize social or political problems-as in the use of 
drugs to control potentially troublesome populations or the steriliza- 
tion of “undesirables.” There are signs that the exceptional position of 
doctors may be changing, however, as promises of health services are 
offered, slowly and piecemeal, to various segments of the American 
population such as veterans and the elderly. (Those who insist that 
professional status comes from professional expertise will have to 
explain the declining power of doctors in recent decades when their 
expertise has been seemingly growing.) 
Legitimators generally work for the government or nonprofit 
organizations, and usually achieve their highest income as government 
employees. As government employees, they have little autonomy; and 
colleague control-supposedly the hallmark of professionalism-is 
limited. Despite state certification in these fields, practitioners have not 
always been able to insure that posts go to the certified. The current 
directors of the New York Public Library and of the Library of Congress 
are not librarians, for example. Negotiators may work for the govern- 
ment or for thz private sector, but they generally achieve their highest 
earnings in the private sector. While many lawyers have humble 
careers-earning less than administrators in large public school sys- 
tems, perhaps-the upper levels of the profession reach earnings beyond 
anything achieved in education, librarianship, or social work. Women 
professionals have been, and continue to be, concentrated in legiti- 
mating occupations or the so-called semiprofessions. 
Today the welfare state, founded upon the Progressive model and 
developed in the years since World War I1 to include a considerably 
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expanded list of activities, is in disarray; predictably women are 
amongst the first to be affected.6 The large public bureaucracies in 
health, education, and welfare are everywhere under attack and facing 
cutbacks. (And just as the “true professions” begin to open up to 
women, these occupations are no longer the secure route to high earn- 
ings and status that they once were.7 The advances of a few women in 
librarianship into directorships and deanships must not obscure the use 
of numerous women as volunteers and part-time employees. With the 
growth of information science, librarianship as a profession may expe- 
rience the kind of downward mobility that some have found character- 
ized female employment patterns in bad times.8 
Many professionals have abandoned the professional ideology 
emphasizing altruism and ethics as prospects of unemployment or 
underemployment loom. Lawyers advertise, hospitals for profit have 
sprung up, a growing number of doctors are now salaried employees, 
and some librarians have set u p  business as information brokers. Not 
surprisingly, there has been a decline in applications to professional 
schools and many have merged or c l ~ s e d . ~  Public confidence in the 
professions also appears to be declining-reports of doctors cheating 
Medicare, unscrupulous lawyers, and poorly prepared teachers all con- 
tribute. It is not clear whether this is a permanent phenomenon. On the 
one hand, the expansion of higher education has diminished the unique 
status of the professional; high earnings and status are available to those 
with degrees in computer science and management, for example.” 
Well-educated people are less likely to be impressed by professional 
education and may recognize the fragile basis of professional practice. 
Moreover, deprofessionalization may be speeded by computerization, 
according to some. 
It seems premature, however, to bury the welfare state with its 
interventionist policies and need for professionals. The middle class, 
having benefited from many kinds of aid-e.g., tuition assistance and 
Medicare-and having found employment and status in government- 
fostered careers, may object. While the current outlook for the profes- 
sions is less than rosy, it could change again. But the very dependence of 
the status of the professional upon the political climate makes the 
supposed authority of the professional ambiguous. 
Gender System 
By the 189Os, nineteenth-century America’s familiar gender 
system-where roles and tasks were allocated to women and men with 
appropriate accompanying personality trai ts-was rapidly eroding. 
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This erosion had major impact on men and a kind of “masculinity 
crisis”” developed in Progressive America in reaction to the changing 
nature of male work and to the threat that the “New Woman” seemed to 
present. With rapid urbanization and industrialization, many men left 
the farms and small towns where they had grown up and where their 
fathers, working as farmers or small businessmen, had enjoyed a degree 
of autonomy. Even if the fathers’ earnings were low, it is likely that they 
enjoyed heightened self-esteem from being known among a community 
of neighbors. The sons often found themselves in sedentary bureau- 
cratic employment, living among anonymous strangers in an imper- 
sonal urban setting. The emergence of the large corporation as a 
dominant business unit and the growth of differentiation or 
rationalization-with individuals responsible for fewer but more spe- 
cialized tasks-meant that even those with responsible positions could 
readily come to feel themselves mere cogs in a machine. 
Accompanying this was the change in women’s roles that seemed to 
indicate an end to the traditional relations between the sexes. Middle- 
class women were emerging from the home in support of a variety of 
causes, often associated with cultural or reform activities. They were 
also claiming, in ever-increasing numbers, a place in the heretofore 
male domains of higher education, politics, afid paid work. While dif- 
ferential pay scales favoring men generally prevailed, the threat of their 
loss existed. The growing possibility of competition with women and of 
women bosses or supervisors added to the anxiety. Not surprisingly, 
many men, including many Progressive reformers, believe that women 
had “gone too far.” Fear of feminization-or the spread of the sup- 
posedly dire influence of women-grew. One historian has observed 
that by the end of the century it  was becoming increasingly difficult 
to “be a man” and that the “woman question” was really a question 
about men .12 
According to some historians, men reacted to these circumstances 
by attempting to build a self-consciously masculine culture. “The stren- 
uous life” popularized by the widely admired and charismatic Theodore 
Roosevelt appealed to many. A concern with “manliness” was evident 
in the popular literature of the day.13 A heightened militarism, the 
growth of body-contact sports such as football, and the formation of 
all-male organizations, often built around physical activities and youth 
work (such as the Boy Scouts [founded in 19101) were other major 
elements of this culture. A backlash against coeducation resulted in the 
return to single sex (i.e., male) status of institutions such as Wesleyan 
University in 1912. When Owen Wister wrote the hugely successful 
FALL 1985 189 
SUZANNE HILDENBRAND 
novel The Virginian in 1902 and dedicated it to Theodore Roosevelt, the 
now familiar western novel was born to meet the reading needs of this 
audience. This genre featured men who defended women without 
becoming domesticated or feminized by them. Just as few women of the 
day actually lived the life of the “New Woman,” few men participated in 
these activities; but as in the case of the women, enough men partici- 
pated in aspects of this new culture for it to symbolize the hopes and 
fears of a major portion of American men. 
The pressures to resist the dreaded feminization may have been even 
greater for men engaged in cultural and intellectual pursuits than for 
others. American culture was seen by many as already feminized, a 
judgment which some mid-twentieth-century historians share.14 The 
trend toward the employment of women in cultural fields was acceler- 
ated by the increasing numbers of women with advanced training in 
them, the growing demand for workers in these fields without a corres- 
ponding increase in remuneration, and the inability to employ immi- 
grants due to cultural disparity. In some of these fields-such as 
teaching, where women had a long history of participation-the 
demands for equal pay, and even its occasional appearance, added to the 
male anxiety. l5 In short, some accommodation would have to be reached 
if the seemingly ever growing needs of society for teachers, social 
workers, librarians, and so on were to be met without subjectingmen to 
feminization and the accompanying loss of status and pay. 
Segregation and Ambition 
Sexual segregation emerged as the method to accommodate the 
needs of society, the anxieties of men, and the ambitions of educated 
women for work outside the home. The advance of professionalism, 
supported by both ambitious women and men, and the decline of 
feminism which had fostered the careers of many women in Progressive 
America, expedited a segregation beneficial to men. While professional 
status proved elusive-as no change in the basic relationship between 
these occupations and the political power structure had occurred-the 
status of women in the female-intensive professions declined. 
The patterns of segregation (both hierarchic and territorial)16 are so 
familiar today that many have forgotten that there was a time when 
things were different. While women never held most of the power in the 
female-intensive professions, they were indeed far better represented at 
all levels earlier in the century. A vigorous policy of male recruitment- 
never likely to reverse the sex ratio in the female-intensive professions- 
reinforced male control of these occupations.” It came to be widely 
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believed that the best way for a man to be assured of advancement was to 
enter a women’s field,” and many men entering the female-intensive 
professions anticipated managerial careers. 19 
Looking first at the hierarchic segregation or disproportionate 
placement of men at the top, one finds unfortunately the data are scarce 
and not uniform. The statistics for education are the most detailed. The 
percentage of elementary school principals who were women declined 
from 61.7 percent to 19.6 percent in the years from 1905 to 1972; the 
comparable figures for high school principals are 5.7 percent and 1.4 
percent.20 While there are no comparable figures in librarianship, 
Schiller found, in surveying available statistical sources, that women’s 
representation in top positions in libraries reached a peak in the 192Os, 
but diminished dramatically in the ensuing decades. Sample figures 
from partial surveys are: while in 1950, 50 percent of the deans and 
directors of accredited U.S. library schools were women, by 1970only 19 
percent were. By the mid-1960s all of the nation’s largest academic 
libraries were headed by men: previously, four had been headed by 
women. While in 1930, 27 percent of the nation’s seventy-four largest 
academic libraries were headed by women, in 1967 only 5 percent were. 
The situation was substantially the same in the public library world 
with numbers and percentages of male directors in the largest public 
libraries shifting toward men dramatically from 1930 to the 1960s. In 
1950, 80 percent of state librarians or directors of state library agencies 
were women, but by 1970 it was 48 percent. Following the tendency to 
replace women faculty members with men at the women’s colleges, 
women library directors at these institutions were increasingly likely to 
be men. Women certainly did manage during this period, but what they 
managed was likely to be small units and those serving special popula- 
tions such as children and the handicapped.’l Sociologist Harold 
Wilensky, writing in the late 1960s, noted that men “have entered and 
are gaining control of the most attractive female occupations (secondary 
school teaching, social work, librarianship....)” while women have only 
held their own or lost ground in the more prestigious male occupa- 
tiom2’ Contrary to the predictions and hopes of the early pioneers of the 
Progressive period, the status of American women was declining by the 
second half of the twentieth century.23 
This masculinization at the top was matched by a territorial segre- 
gation that found men in disproportionate numbers in certain special- 
ties. In education, men were more likely to teach older children and to 
teach mathematics, science, and, to a lesser degree, social studies. In 
librarianship, men were disproportionately represented in academic 
librarianship and underrepresented in work with children in either 
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public or school library settings. Those areas with the highest propor- 
tion of men were, of course, seen as the most prestigious, and the most 
professional. 
While the link between the professionalization movement in the 
female-intensive professions and the patriarchal incorporation of 
women’s work has been ob~erved,’~ the role of a declining commitment 
to feminism in forging that link has not been analyzed. For profession- 
alism and feminism both flourished in Progressive America and women 
advanced in the professions. It was only when women ceased their 
organized efforts on behalf of better representation at upper levels that 
their relative position began to decline. It was the organized feminist 
imovement of Progressive America that propelled Ella Flagg Young to 
i:he school superintendency in Chicago in 1909 and that fostered the 
careers of library leaders such as Katharine Sharp of the Armour Insti- 
itute and the University of Illinois, and Isadore Mudge of Columbia 
’University. Decades would pass before women would regain a similar 
share of upper-level posts; i t  is not clear that they have done so in 
librarianship. 
Yet many of the same factors that operate against class-based move- 
ments also operate against feminism. A cult of individualism that 
denies the social processes at work in individual success and failure is 
widely accepted. As feminism faded, woman as a distinct category in 
historical or statistical studies also faded. It became difficult for a new 
generation of practitioners to assess their position. This situation also 
helped to perpetuate the “badge of shame” mentality:26 since women 
were never mentioned as a category, perhaps it was wrong to do so. Lack 
of statistical information made it difficult to assess trends and relative 
statuses. Historian David Tyack and political scientist Evelyn Hansot 
point out that by the end of the 1920s the National Education Associa- 
tion (NEA) had stopped reporting figures by sex.27 Librarians, too, have 
had a struggle to attain gender as a category in major statistical surveys. 
Some sixty-five years have passed between Salome Fairchild Cutler’s 
1904 report entitled “Women in American Libraries” and Anita 
Schiller’s study, Characteristics of Professional Personnel in College 
and University Libraries. Lack of statistical data is especially handicap- 
ping in the female-intensive professions where there were always at least 
some women leaders and some up-and-coming younger women whose 
very presence could be used to deflect complaints. Women leaders did 
not see themselves as tokens or the last of a small band. There were 
occasional special efforts which appeared tooffer women advancement. 
The NEA created special posts in the organization for women and Perry 
Morrison recommended special middle-level posts for women.% 
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Unlikely to lead to true leadership posts, these actions followed the 
pattern of limited accommodation to female ambition. 
Ignorant of their true history and status, noticing that things did 
not seem to be much better in other occupations, and urged to improve 
their lot by individual meritocratic advance, women denied, accepted, 
or protested the rampant sexual segregation. Evidence of denial is clear 
in the Public Library Inquiry survey in which a higher percentage of 
women than men responded that men did not enjoy advantages in salary 
and promotion^.^^ Acceptance was probably the path followed by most 
since i t  received the most social support. Popular opinion supported a 
variety of experts who declared women’s primary role to be domestic. 
During the Depression, sentiment against the employment of wives 
grew and the practice was sometimes prohibited in the public sector.30 
Pragmatically, many library women may have agreed with theone who 
wrote to the Library Journal in support of the hiring of male directors 
since men would probably be more able to advance the position of the 
library than women by using informal contacts with civic decision- 
makers who were men.31 While there appear to have been quite a few 
women who protested by the late 193Os, some felt i t  necessary todistance 
themselves from feminism. One woman, protesting inequitable treat- 
ment of women candidates for top posts, denied that she belonged “to 
that detestable species known as ‘ femini~t ’ .”~~ Such isolated protests 
were destined to be ignored. 
The fate of these women whose ambitions were thus stifled has not 
been investigated. Soiologist Rosabeth Moss Kanter has described 
what happens to those “stuck” in positions from which promotion is 
unlikely. They tend to “limit and lower their aspirations, and appear to 
be less motivated to achieve.” They tend to over-conform to bureau-
cratic rules thus becoming more passive and conservative. Many of the 
ugly stereotypes with which librarians, nurses, and teachers are victim- 
ized are based on the behavior of people who are merely putting in time 
on a job. This behavior is not limited to women but may be more 
widespread among them than their male colleagues in the women’s 
professions who are more likely to be moving ahead in the organization. 
Men may therefore display qualities regarded more favorably by most 
people, such as self-confidence, high self-esteem, and a more construc- 
tive outlook.33 
Melvil Dewey early established a pattern that was to persist in 
librarianship and other female-intensive professions. Dewey, assisted by 
a group of bright, energetic young women (“the Wellesley half-dozen”) 
began numerous library ventures. When he moved on to higher earn- 
ings and more prestigious work at the early age of thirty-nine, the 
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Wellesley women stayed behind, “stuck” in highly bureaucratized 
library settings.34 Ambition, for personal or social betterment conceived 
in the bright Progressive dawn of reform, was aborted in the self- 
absorbed evening of the 1920s. 
Historiographic Trends 
The current history of the female-intensive professions is inade- 
quate. The little that has been written generally fails to acknowledge the 
role of women in these professions or the importance of these profes- 
sions to women and to American life. It might seem that writers of 
women’s history or of standard professional histories would concern 
themselves with women in the female-intensive professions, but this has 
not been the case. Writers of women’s history have usually been influ- 
enced by feminism, the “new social history,” or both. Many feminists 
have an ambivalence about professionalism: on the one hand, they want 
to increase the number of women in professional careers and frequently 
describe the struggles of individual women for such careers. On the 
other hand, they question the rules and roles that characterize profes- 
sionalism. (We have seen, for example, librarians who demand more 
women directors and simultaneously challenge the elitist role of librar-
ies in society.) The new social history has had enormous influence upon 
women’s history; it emphasizes history “from the bottom up,” featurin Bstudies of anonymous aggregates and often uses quantitative methods. 
Such an approach deprives women’s history of historical actors- 
usually leaders-and considers women in the mass only. On the other 
hand, men are studied in both traditional and new history and are seen 
as both individuals and aggregate^.^^ Writers of women’s history often 
share the general negative stereotypes of women teachers, librarians, 
and nurses. These historians’ prejudices may be reinforced by extended 
academic training in institutions where professional training in educa- 
tion, librarianship, and nursing is often seen as inferior. It is not 
surprising that despite the enormous recent outpouring of scholarly 
books and articles on women’s history and work that there has been 
almost nothing written about women in the female-intensive profes- 
sions. Instead, working-class women and those who pioneered careers 
in the traditionally male professions are emphasized. There are numer- 
ous studies of “exceptional” or elite women “firsts” in prestigious fields 
on the one hand and of mill “girls,” domestics, or prostitutes, on the 
other. 
Generally, studies of the women’s professions have been written by 
practitioners and reflect the characteristic concern about professional- 
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ism that haunt many in these fields. Practitioners tend to ignore the 
presence of women in the female-intensive professions because they 
share the widespread view that the presence of so many women has a 
negative impact on professional status. Library history emphasizes 
either leadership or fields such as academic librarianship, both of which 
are disproportionately male. The few female leaders have generally been 
ignored even in the standard reference so~rces.~’ 
Recently, a few professional historians with an interest in women’s 
history have turned their attention to the female-intensive professions. 
The two best-known works are Dee Garrison’s Apostles of Culture: The 
Public Librarian and American Society, 1876-1920 (1979) and Barbara 
Melosh’s The Physician’s Hand: Work, Culture and Conflict in Ameri- 
can Nursing (1982). Unfortunately, no similarly ambitious study of 
elementary school teaching (the largest of the female-intensive profes- 
sions) exists. Garrison’s work reflects the traditional stereotypes about 
women and women librarians and relies upon a methodology that 
reinforces those stereotypes.% The Melosh work makes a great leap 
forward-she has carefully studied both the prescriptive works that 
reflect an idealized version of reality and the evidence on the nurses’ 
work life. While Melosh’s work breaks new theoretical ground and is 
especially strong in its presentation of the role of nursing in the lives of 
nurses and of the internal disputes in nursing, Garrison’s work has 
overemphasized the role of political context and presented a determi- 
nistic view of librarians that merely continues the traditional view of 
feminization. 
No serious study of the paid work of educated American women is 
complete without an examination of the female-intensive professions. 
The importance of this work to women is shown in both its impact on 
the consciousness of generations of women and the degree of involve-
ment of women in these fields. Experience in nursing, or teaching, or 
library work “subverted common expectations of feminine 
domesticity.’”’ 
The women’s professions have been especially important to Ameri- 
can women. In comparison with other advanced or industrialized 
nations, the United States has a lower incidence of women in the 
traditional profession^.^^ The participation of women in the profes- 
sional category (mainly in teaching, nursing, and library work) has 
been higher than the overall participation of women in the labor force. 
During the period 1870-1930 the rate of this professional employment 
was double that of nonprofessional employment of women. These 
so-called semiprofessions offered and continue to offer unprecedented 
opportunity to a major segment of American women. These careers, 
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although not offering high earnings in comparison to those in which 
men are a majority of the practitioners, account for some of the highest 
earning levels achieved by women in the 1980s. A 1981 survey showed 
that of the top twenty occupations-in terms of wages or salaries to 
full-time employed women (omitting the self-employed and occupa- 
tions with fewer than 50,000 individuals)-secondary and elementary 
school administrators ranked tenth, registered nurses ranked fifteenth, 
and librarians ranked twentieth.41 The College and University Person- 
nel Association’s annual survey of salaries of academic administrators 
reveals that women have earned higher salaries in library positions than 
in almost all other areas.42 The role of these occupations in sponsoring 
upward mobility for women appears to be major. The importance of 
these occupations to women is not new; historians estimate that one of 
every four Massachusetts women in the nineteenth century taught 
school at some time during her life.43 
The value of the work of women in the female-intensive professions 
to the development of the American nation can hardly be overestimated. 
Often dismissed as “social housekeeping,” this community-building 
work is especially vital where individualism is endorsed and alienation 
is an ever-present threat. Education became an increasingly important 
channel of mobility after the closing of the frontier. Early supporters of 
the extension of education attested to the importance of highly skilled 
but low-paid women in schoolroom and library. Mary Beard, historian, 
social critic, and feminist, writing in 1915, lauded the work of women in 
public libraries in cities with large immigrant populations for stimulat- 
ing “social forces” that promoted the “common 
Beard’s praise of women librarians contrasts sharply with the con- 
demnation in Garrison’s recent book. The two views are separated by 
decades in time and many levels of consciousness, yet each reflects an 
aspect of our fragmented past; the pioneering professional woman 
advancing both her own career and the social good and the rules- 
oriented martinet trapped in an occupational backwater. Only a new 
model for looking at the history of the female-intensive professions can 
integrate these diverse elements and provide us with a much needed new 
understanding of our history. 
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The Impact of Affirmative Action 
on Academic Libraries 
BARBARA B. MORAN 
NINETEENSEVENTY-TWO was an important year for the development of 
equal opportunity and affirmative action programs in institutions of 
higher education. In that year, for the first time, federal equal opportu- 
nity law was made applicable to institutions of higher education and to 
all their component parts including academic libraries. The intent of 
this equal opportunity legislation was to increase the representation 
and improve the status of women and minorities in educational 
institutions. 
Now more than ten years have passed since equal opportunity/af- 
firmative action law was made applicable to academic libraries. What 
have been the results of this federal legislation? Have women and 
minorities made substantial progress in gaining equitable representa- 
tion in library administration during this period or is their status 
approximately the same as i t  was prior to the enactment of these laws? 
Purpose and Background 
This study attempts to assess the impact of equal opportunity/af- 
firmative action law on academic libraries. Although these laws apply 
to both women and minorities, this study will focus only on their effects 
on women. It is also limited because it examines only theeffects of these 
laws on professional librarians. 
Affirmative action refers to a set of specific procedures designed to 
insure an equitable distribution of women and minorities within an 
Barbara B. Moran is Assistant Professor, School of Library Science, University of North 
Carolina at Chapel Hill. 
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institution. Despite the belief of some, affirmative action 
does not require fixed quotas, preferential hiring, or the employment 
of unqualified people. Affirmative action does require an organiza- 
tion to determine whether there are fewer minorities and women 
working in particular jobs in the organization than would reasonably 
be expected by their availability in the workforce and to establish 
specific goals and timetables for remedying any underutilization that 
might be identified.' 
The Equal Employment Opportunity Commission, the federal 
agency that monitors many of the affirmative action regulations, has 
left little room for doubt about what it expects of employers. 
The most important measure of an Affirmative Action program is its 
results. 
Extensive efforts to develop procedures, analyses, data collection 
systems, report forms and file written policy statements are meaning- 
less unless the end product will be measurable, yearly improvements 
in hiring, training, and promotion of minorities and females in all 
parts of your organization.' 
The equal opportunity/affirmative action laws that pertain to 
women in academic institutions are found in four separate sets of federal 
laws and regulations. The first legislation was the Equal Pay Act of 1963 
which demanded equal pay for equal work. The Equal Pay Act was the 
first sex discrimination legislation passed, but as originally stated, this 
law exempted executive, administrative, and professional employees. It 
was not until i t  was amended by the Higher Education Act of 1972 that 
this law covered professional librarians in academe. 
Title VII of the Civil Rights Act of 1964 was amended in 1972 by the 
Equal Opportunity Act to cover educational institutions, and this law 
applies to any institution, public or private, whether or not i t  receives 
any federal funds. Title VII prohibits discrimination, not only discrimi- 
nation in hiring but in compensation, terms, conditions, and privileges 
of employment. The 1972 amendments extended coverage to all educa- 
tional institutions, state and local governmental agencies, and political 
subdivisions with more than fifteen employees, thus including all aca- 
demic l ibrar ie~.~ 
Title IX of the Education Amendments of 1972 forbids discrimina- 
tion on the basis of sex in employment and recruitment in any federally 
assisted education program. Although this is one of the landmarks in 
the fight against sex discrimination, its primary focus has been inter- 
preted to be treatment of students and not employee^.^ 
Finally, Executive Order 11246 of 1965 as amended by Executive 
Order 11375 in 1968 covers all those institutions that have more than 
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fifty employees and federal contracts in excess of $50,000, and most of 
the nation’s higher education institutions are thus included. The most 
significant section of the law is that the contractors must have a written 
plan of “affirmative action” to remedy the effects of past 
discrimination. 
The enforcement agencies for each of these laws vary. Title VII is 
enforced by the Equal Employment Opportunity Commission (EEOC). 
The Equal Pay Act of 1963, which was originally enforced by the Wage 
and Hour Division of the Employment Standards Administration of the 
Department of Labor, is now also enforced by the EEOC. Executive 
Order 11246 of the Education Amendments had been enforced by the 
Office of Civil Rights until 1978 when responsibility for reviewing the 
affirmative action plans of institutions of higher education shifted to 
the Office of Federal Contract Compliance (OFCCP).‘ 
According to Dickinson and Myers’s comprehensive overview of 
affirmative action and libraries, academic libraries and large public 
libraries have been the types of libraries most heavily involved with 
affirmative action because of the pressures exerted by centralized univer- 
sity and municipal affirmative action offices.’ Most academic libraries 
are covered by the umbrella plan of their parent institution. For 
instance, in 1974 almost all members of the Association of Research 
Libraries (ARL) were participating in an affirmative action plan, but 
only ten indicated the existence of a separate library affirmative action 
plan. The others were covered by the parent institution’s plan.’ 
Acceptance of affirmative action was not easy for institutions of 
higher education. Affirmative action caused these institutions to be 
subjected to a type of scrutiny and regulation that they had avoided 
before. The problems that higher education has had in establishing 
workable and effective affirmative action plans have been well publi- 
cized. As Astin and Snyder write: 
It must be noted that most changes in the status of women in higher 
education have emerged within the context of confusing federal 
guidelines, individual and bureaucratic resistance, and a strong com- 
mitment on the part of the many women and men who believe in the 
goals of affirmative action. When it was clear that institutional com- 
pliance was mandatory, institutions across the country had to plan for 
action. After first assessing the comparative status and treatment of 
their women and men employees and students, they then had to 
undertake affirmative action steps to eliminate discrimination in 
recruitment, admissions, hiring, and promotion practices. To achieve 
these goals positions had to be created and budgets had to be revised to 
comply with affirmative action. These initial planning efforts have 
accounted, in part, for delayed positive results.’ 
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Studies that have been made of the effects of affirmative action on 
the composition of teaching faculty at institutions of higher education 
show that the results so far achieved by these regulations have not 
reached the level hoped for in attaining equity for females and minori- 
ties. Elise Boulding has described the situation as follows: 
Academe has not in fact been fulfilling that broader contract [commit- 
ment to equal opportunity] even in a decade characterized by a highly 
vocal, if controversial, commitment to affirmative action. The pro- 
portion of minorities in the tenured ranks has changed little over this 
decade, that of women hardly at all. Salary differentials also remain, 
particularly for women compared to men.” 
Astin and Snyder provide evidence of some small gains for women 
during the last decade. In 1972 women accounted for 14.4 percent of the 
academic personnel at the ninety-two institutions studied; by 1980 their 
representation had increased to 18.1 percent. Astin and Snyder also 
found that between 1975 and 1980 women constituted nearly one- 
quarter of the new hires at these institutions. Women earned only 77 
percent of men’s salaries in 1980, although Astin and Snyder state that 
women have made considerable progress in reducing the salary gap 
between themselves and their male colleagues.” Overall, i t  appears that 
females and minorities are now represented on the teaching faculties of 
institutions of higher education in only slightly higher proportions 
than they were before affirmative action. 
As would be expected, the libraries associated with these institu- 
tions of higher education also experienced difficulties in instituting 
affirmative action plans and guidelines. The literature of librarianship 
contained accounts of the difficulties and hardships libraries encoun- 
tered in living with affirmative action law. Libraries reported that 
affirmative action laws turned hiring into a long, rigid, expensive 
process which produced an adversary relationship between job seekers 
and employing libraries. l2 There was also discussion in the literature 
about “reverse discrimination”-i.e., the hardship that affirmative 
action would cause white male librarian^.'^ 
Despite all the uproar about affirmative action law there have been 
no systematic studies made to assess the effects of all these laws upon the 
status of females in academic libraries, and i t  is hard to gather enough 
solid information to answer even the most basic questions about the 
effect affirmative action has had on the status of these females. On one 
hand, there seems to be feeling on the part of some that i t  is easier for 
women to become academic library administrators than ever before. 
The individuals who feel this way generally point to such well- 
publicized figures as the increase in the number of women directing 
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Association of Research Libraries libraries as an indication that affir- 
mative action laws are succeeding. On the other hand, many librarians 
feel that affirmative action laws have been of little use. The sentiment is 
often expressed that administrators spend a great deal of time trying to 
“get around” affirmative action regulations and finally hire and pro- 
mote whom they wish. Recent surveys show that women in academic 
libraries still hold many fewer administrative positions than their male 
counterparts, but these surveys provide little information about any 
progress women may have made since 1972.14 
Examining the literature of librarianship for the effects of affirma-
tive action law provides little evidence of its success. There have been 
reports of suits being filed, but many fewer than might have been 
expected. Some representative accounts follow: In 1976, eighteen female 
librarians were awarded $50,000 at Stanford University after a university 
survey showed inexplicable differences between the salaries of male and 
female senior librarian^.'^ In 1977, a class-action complaint was filed 
with the EEOC by Temple University librarians charging that librar- 
ians were paid lower salaries because they work in a “woman’s profes- 
sion.”16 In one of the most dramatic victories for women in 
librarianship, the University of Minnesota in 1983 agreed to pay thirty- 
seven female librarians with faculty rank over $900,000 in compensation 
for over a decade of discriminatory salaries.” In a recent ruling pertain- 
ing to the same institution, however, a federal magistrate reversed an 
earlier decision and refused tenure to a librarian who charged she had 
been the victim of unlawful sex discrimination.” Although there have 
been a few success stories reported as a result of affirmative action, the 
bulk of the literature consists of overviews ofaffirmative action, advice 
to libraries about implementing affirmative action programs, and opin- 
ion pieces. 
It is surprising that so few objective studies have been made to assess 
the effectiveness of affirmative action law. Much time is consumed, and 
much money spent in implementing affirmative action programs, and, 
if these programs are not effective, this time and money is wasted. But 
even more important, with the passage of affirmative action laws a 
promise was made to women and minorities to end discrimination. It is 
time to see if this promise is being fulfilled or if the laws were merely 
legislative rhetoric. If affirmative action laws are not working to end 
discrimination, i t  is an indication of the weakness of the current laws or 
of their implementation and of the need to develop more effective 
programs. If, on the other hand, affirmative action laws have improved 
the position of women in academic libraries, that evidence is support for 
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the position that legislative pro<grams designed to lessen discrimination 
can be successful. 
It is likely that one of the reasons that there have been so few 
attempts to measure the overall impact of the law is that it is almost 
impossible to ascertain if the changes that have occurred in the status of 
women during the period of time that affirmative action laws have been 
applicable to academic institutions have been the result solely of the 
laws themselves and not the result of some other factors. Greater aware- 
ness of organizational discrimination and general consciousness- 
raising brought about by the women’s liberation movement may have 
led to a greater assertiveness on the part of female librarians and caused 
them to seek and achieve more administrative positions. The downward 
trend in financing institutions of higher education which commenced 
about the same time as the implementation of affirmative action laws 
could be responsible to some degree if the status of female librarians 
were unchanged despite the implementation of the various equal 
opportunity laws. The tight labor market in academic libraries may 
have contributed to fewer people being hired in general and to incum- 
bents in positions being reluctant to try for positions elsewhere, and 
thus for fewer opportunities in hiring. 
Although it is impossible to control for all the possible intervening 
variables, it is possible to provide a rough assessment of the progress 
women have made in academic library administration since the imple- 
mentation of affirmative action law. This assessment will be made by 
looking at the position of women in academic libraries in 1972, the year 
affirmative action law became applicable to institutions of higher edu- 
cation, and comparing their status in that year with the position of 
women in the same libraries in 1982, a decade later. Legislative remedies 
to social problems do not work overnight, but, if affirmative action were 
effectively improving the status of women in academic libraries, some 
changes should be evident with the passage of ten years’ time. 
This assessment of affirmative action law focuses on thenumber of 
women who have attained administrative positions in academic librar- 
,ies and not on the number of women hired for entry-level positions 
because, unlike many other professions including university teaching, 
women seem to have little difficulty being hired for lower-level jobs in 
academic libraries. As Kronus and Grimm wrote in 1971: “Although 
[women] are not bypassed when it  comes to filling routine library 
positions, they are clearly rejected in favor of men as promotion candi- 
da te~ .”’~Study after study of female academic librarians has upheld that 
observation. 
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This research attempts to show whether there has been a change in 
the promotion possibilities for women in academic libraries since 1972. 
Although affirmative action laws also apply to salary, and although 
there is ample evidence that many women in comparable positions are 
paid less than men, this study will not examine the effect of affirmative 
action law on the salaries of female academic librarians. 
Methodology 
To address the question of whether the status of women improved 
in academic libraries in the ten years after affirmative action require- 
ments became applicable to academic libraries, the libraries in three 
different types of institutions were studied. The first group of libraries 
studied consisted of all U.S. academic libraries that were members of the 
Association of Research Libraries in 1982. The second group consisted 
of all libraries that did not belong to ARL but were from institutions 
designated as Research I, Research 11,Doctoral Granting I, or Doctoral 
Granting I1 universities according to the Carnegie Foundation’s Classi- 
fication of Institutions of Higher Education. The third group consisted 
of all libraries from those institutions designated as Liberal Arts I 
Colleges by the Carnegie Foundation’s Classification of Institutions of 
Higher Education.20 These libraries were chosen because they repres- 
ented the type of libraries where, in the past, women have found it  most 
difficult to achieve administrative positions since the higher the pres- 
tige of the library, the fewer the number of women who have tradition- 
ally been found in administrative positions. 
The Association ofResearch Libraries as a group needs little intro- 
duction. These large prestigious libraries are the most often studied 
group of libraries in the country. The next group, the non-ARL 
member libraries from the Research I and I1 and Doctoral Granting I 
and I1 institutions as defined by the Carnegie Foundation’s classifica- 
tion, are the libraries of the remainder of the large, doctoral-granting 
universities. According to the latest edition of the Carnegie Founda- 
tion’s classification, there are 184 universities classified as Research I, 
Research 11, Doctoral Granting I, or Doctoral Granting I1 universities. 
Of this group, in 1982, ninety libraries were members of ARL. The li- 
braries of an additional ninety-two institutions of higher education 
constituted the non-ARL Research or Doctoral Granting University 
libraries group. There is a discrepancy of two here because one insti- 
tution was counted twice in the Carnegie Foundation’s classification 
because of its endowed colleges and its statutory colleges and because 
another institution on the list does not operate a separate library. 
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The last group of libraries studied were those from institutions 
designated as Liberal Arts I colleges in the Carnegie Foundation’s 
classification. These institutions are the most elite of the liberal arts 
colleges; they are those which according to the Carnegie Foundation’s 
classification “scored 1030 or more on a selectivity index developed by 
Alexander W. Astin or they were included among the 200 leading 
baccalaureate-granting institutions in terms of numbers of their gradu- 
ates receiving Ph.D.s at 40 leading doctorate-granting institutions from 
1920 to 1966.”’’ There are 123 schools in this group and all are private. 
One hundred and thirteen libraries constituted the Liberal Arts I group 
in this study. The discrepancy between the two lists occurred because six 
of the colleges could not be found in the American Library Directory, 
and a group of five colleges are served by a single library. 
After the institutions comprising each group had been established, 
the administrative component of each library was recorded for the years 
1972 and 1982 by using the listing provided by each library in the 
American Library Directory. These listings usually provided the names 
of the library director, any associate or assistant library directors, and the 
department heads. Any individual who was listed in the American 
Library Directory who did not fall into these categories was excluded. 
For instance, assistants to directors and bibliographers were not 
included in the analyses. Acting incumbents in any of the positions were 
included. 
Gender of the incumbent in each position was established by his or 
her first name. Because in some instances the first name could have 
belonged to either a male or a female, and in a few cases only initials 
were provided, there was a group of individuals whose gender could not 
be identified by their first names. Attempts were made to establish the 
gender by checking biographical directories, asking colleagues who 
were familiar with various libraries, or, in the case of initials, checking 
other editions of the American Library Directory to seeif full names had 
been included in some other year. Despite these attempts, the gender of 
some of the librarians listed as administrators in either 1972 or 1982 
could not be established, and these individuals had to be eliminated 
from the analyses. 
After the administrative roster from the three sets of institutions 
had been established, two types of analyses were done. Both of these 
types of analyses commonly are done in affirmative action studies; 
however, this research examines the gender distribution in administra- 
tive positions in a group of institutions, while most affirmative action 
analyses are confined to the staffing patterns in just one institution. The 
first type of analysis done was a workforce utilization or stocks analysis. 
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This type of analysis provides a static picture of the composition of the 
individuals employed in specific job categories at one point in time, and 
“represents, in essence, a ‘balance sheet’ or a ‘stock’ approach in that i t  
focuses on a ‘snapshot’ of the state of employment in an organization at 
a particular time.”22 In this particular study the 1972 analysis provides a 
baseline against which to measure the changes in the composition of the 
library administrators in 1982. 
The second analysis was an analysis of the “flows” into the direc- 
tors’ positions from 1972 to 1982. This analysis provides an indication 
of the amount of turnover in the directors’ positions in the ten years 
studied, and how often males and how often females moved into vacant 
positions. Although the positions may have changed more frequently 
than is indicated by the analysis, at the least it provides a rough approxi- 
mation of how many directors’ positions became vacant and were 
refilled during the ten years being studied. If, for instance, i t  was learned 
that most of the directors in 1972 were still holding the same jobs in 
1982, it would mean that there were fewer opportunities for libraries 
that might have filled a vacancy with a female to do so. 
These analyses are not without obvious flaws. In the first place 
their accuracy is dependent upon the listings supplied by academic 
libraries to American Library Directory, and there are differences in the 
entries submitted by various libraries. Some libraries’ entries are much 
more complete than others, and the analyses were based solely on the 
data available from that source. Second, position titles vary from library 
to library, and, lacking additional information, the classification was 
made on the basis of job title alone; whereas in different libraries, the 
duties, responsibilities, and statuses of incumbents holding a position 
with the same title are likely to vary. Finally, although epicene names 
were excluded from classification, there are probably instances where an 
individual’s name may have resulted in him or her being classified into 
the wrong gender group. Johnny Cash’s “boy named Sue” would have 
been classified as a female by the methods used in this study. 
Even with the above caveats, the data provide important informa- 
tion that was not previously available, especially about the position of 
women in specific types of academic libraries in 1972. There are scat- 
tered and noncomparable data available about the status of women in 
academic libraries before 1966. The best evidence of the status of women 
in academic libraries before 1972 comes from the data collected by Anita 
Schiller in 1966 which showed that 64 percent of all academic librarians 
were female. Chief librarians’ positions were held by 21.6 percent of the 
men and 11.8 percent of the women, associate/assistant librarian posi- 
tions were held by 11.4 percent of the men and 9.7 percent of the females, 
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and the department and division head positions were held by 36.9 
percent of the men and 35.5 percent of the women.= A very comprehen- 
sive report of the status of women in one specific institution was 
prepared by the Library Affirmative Action Program for Women at the 
University of California at Berkeley in 1971. That study found that 
while 64 percent of the university’s librarians were women, 84 percent 
were concentrated at the lower professional levels.24 There is clear 
indication of the lower status of women before affirmative action. What 
is lacking, however, is longitudinal data that would allow comparison 
of the present-day status of women to their status prior to 1972. The task 
is hindered by the fact that little data collected before the mid-1970s 
provided breakdown by gender. For instance, the first year sex was 
examined as a variable in the annual survey of ALA-accredited library 
schools’ placements was in 1973, and ARL did not analyze data by sex in 
its salary surveys until 1977. Before the progress of women since affirma- 
tive action can be measured, it is necessary to have a baseline of where 
they began. This analysis begins to provide that baseline. 
Results 
The first type of libraries studied were the libraries of the Liberal 
Arts I colleges. It has been documented that women who have achieved 
directorships in the past have usually done so at small, private colleges; 
and it  has also been shown that the directorships of the more prestigious 
small colleges are more difficult for women to achieve than the same 
positions at the less elite liberal arts colleges.25 The representation of 
women in the administrative ranks of the Liberal Arts I college libraries 
can be seen in table 1. 
In 1972, the directorships of 66 percent of these institutions were 
held by males. The lower administrative ranks were more hospitable to 
women, though. Because of their relatively small size, few of these 
libraries listed either assistant or associate library director positions, but 
of those that did, 59.6 percent of these positions were held by women. If 
it is assumed that the professional workforce of these small libraries is 
the same as in academic libraries overall, then women are overutilized at 
the department head level, holding 78 percent of such positions. The 
changes in proportion of males and females in these positions between 
1972 and 1982 were not great. Women held a few more directorships in 
1982; their representation in the total was up 5 percent to 38.9 percent. 
At the assistant and associate level, their representation was virtually the 
same, and i t  had decreased 5 percent at the department head level to 73.9 
percent . 
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TABLE 1 
ADMINISTRATIVEPOSITIONS 
LIBERAL LIBRARIESARTSI COLLEGE 
1972 1982 
Males Females Males Females 
Directors* 74 (66.1%) 38 (33.9%) 69 (61.1%) 44 (38.9%) 
Assistant 
and Associate 
Directors 21 (40.4%) 31 (59.6%) 15 (40.5%) 22 (59.5%) 
Heads 
Department 
88 (21.7%) 317 (78.3%) 120 (26.1%) 340 (73.9%) 
* One directorship was open in 1972 
Next, the libraries of the large research university libraries-the 
type of institution where women have traditionally found it most diffi- 
cult to be hired as administrators-were examined. Looking first at 
those large libraries which are not members of ARL, the discrepancy 
between males and females in the achievement of administrative posi- 
tions is great. As is shown in table 2, in 1972 only slightly over 5 percent 
of these libraries were headed by a woman. At the assistant/associate 
director’s level, 22.5 percent of the positions were held by women. 
Women had achieved by 1972 a proportion of department head posi- 
tions almost identical to the proportion of women in the total academic 
professional workforce; they held 63.7 percent of these positions. By 
1982, the number of women holding administrative positions had 
increased in these libraries. By then, 17.6 percent of the libraries were 
headed by women, a more than three-fold increase. At the assistant and 
associate director’s rank, there had been an approximately 20 percentage 
point increase, up to 43 percent, while the number of women depart- 
ment heads decreased slightly to 61.8 percent. 
As expected, the Association of Research Libraries presented the 
greatest disparity between males and females holding administrative 
rank, as can be seen in table 3. Of the ninety U.S. academic library 
members of ARL, only two employed women directors in 1972. The 
numbers of women increased somewhat at the assistant/associate rank, 
but still fewer than 20 percent of these positions were held by women. At 
the department head level, the positions were almost evenly divided 
between males and females. By 1982, there was some improvement in the 
representation of women as administrators in these libraries. By that 
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TABLE 2 
ADMINISTRATIVEPOSITIONS 
NON-ARLRESEARCH GRANTINGAND DOCTORAL 
INSTITUTIONLIBRARIES 
1972 I982 
Males Females Males Females 
Directors* 85 (94.4%) 5 (5.6%) 75 (82.4%) 16 (17.6%) 
Assistant 
and Associate 
Directors 62 (77.5%) 18 (22.5%) 55 (56.7%) 42 (43.3%) 
Heads 
Department 
210 (36.3%) 369 (63.7%) 234 (38.2%) 378 (61.8%) 
Two directorships were open in 1972, 1 in 1982 
time, twelve of these libraries were headed by women. Women had 
almost doubled their proportion as assistant or associate library direc- 
tors, and had gained an additional 6 percent of the department head 
positions, holding 56.9 percent of such positions. 
TABLE 3 
ADMINISTRATIVEPOSITIONS 
ASSOCIATION LIBRARIESOF RESEARCH 
1972 1982 
Males Females Males Females 
Directors* 87 (97.8%) 2 (2.2%) 77 (86.5%) 12 (13.5%) 
Assistant 
and Associate 164 (80.4%) 40 (19.6%) 101 (61.6%) 63 (38.4%) 
Directors 
Department 
Heads 370 (49.3%) 381 (50.7%) 347 (43.1%) 458 (56.9%) 
One directorship was open in 1972 and 1 in 1982 
Flows Analysis 
On the basis of the previous analyses it would appear that in most 
types of administrative positions in the three groups of libraries studied, 
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the position of women improved slightly during the decade after affir- 
mative action was made applicable to institutions of higher education. 
In only the department head positions in Liberal Arts I colleges, 
though, were women found in as great a proportion as they constitute in 
the academic library workforce; but they came close to that proportion 
in the department head level of the ARL and non-ARL university 
libraries, and in the assistant and associate director level rank at the 
Liberal Arts I colleges. Women were still seriously underrepresented at 
the director level, especially in the large research universities. But in 
comparing the proportion of women in the various administrative 
ranks between 1972 and 1982, i t  would appear that some progress has 
been gained in working toward equality between males and females in 
academic library administration, despite the fact that there is still a long 
way to go before parity is achieved, particularly at the level of library 
director. 
Before any conclusions can be drawn about why these disparities 
continue to exist, it is useful to examine the way that openings at the 
director level have been filled during the period that is being studied. As 
Churchill and Shank state in arguing for flows analysis in affirmative 
action plans for businesses: “It takes a considerable period of time for 
large numbers of competent people to move up  in a company and for 
those who have held positions to move out to make room for the new 
arrivals.”26 They add: 
The phrase “equal employment opportunity” should be defined in 
terms of current hiring rates and current promotion rates rather than 
in terms of the current management mix. In many businesses, it takes 
25 years or more to train a senior-level manager. If a company is 
committed to hiring and promotion policies that will eventually 
produce parity in the management mix, management cannot be 
chastised for the dearth of women and minorities in the top slots 
21now. 
As they point out, many business firms had not had any women in 
administrative-track positions in the past, and individuals cannot be 
transformed into top managers overnight. In contrast, in the libraries 
being examined in this study, women already made up a goodly propor- 
tion of the department heads in 1972, so, even before affirmative action, 
there were a large number of women who had reached middle- 
management status. The flows analysis allows us to examine the 
number and percentage of women who were promoted into available 
directors’ positions during the ten years after 1972. In an ideal situation 
i t  would be expected that “flows” would be fair when the percentage of 
males and females promoted to available directors’ positions corre- 
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sponded to the percentage of males and females working in academic 
libraries. According to the latest figures from ALA’s Office of Library 
Personnel Resources (OLPR),62.3 percent of the professional staff in 
all types of academic libraries are female and 37.7 percent are male.” 
There may, however, be differing percentages of males and females 
working in the various types of academic libraries. The only type of 
libraries for which the exact breakdown of the professional library 
workforce is available is the ARL group, which reported that in fiscal 
year 1982 their workforce was 63 percent female, a figure that corres- 
ponds fairly closely to the OLPR figure.29 If flows into directors’ posi- 
tions were at parity, approximately 62 percent of available directors’ 
positions would be filled by women. As the analyses demonstrate, parity 
has not yet been achieved in promotions to directors’ positions in 
academic libraries. 
Looking again first at Liberal Arts I college libraries, as table 4 
shows, there were thirty-five libraries that had the same director in 1982 
as in 1972, and one library where the directorship was open. Thus there 
were at least seventy-seven opportunities (possibly more, since this 
analysis does not examine any of the years between 1972 and 1982) for a 
directorship to be filled. Of the directorships that changed hands, 58.6 
percent (n=45) were filled by males and 41.4percent (n=32) were filled 
by females. If 60 percent were accepted as the proportion of directors’ 
positions that should have been filled by women to attain fair flows 
because women constitute approximately 60 percent of the workforce in 
academic libraries, then males were overrepresented in library director 
positions filled by a position filled/availability in the workforce ratio of 
58.4/40 or 1.46, while women were underrepresented by a ratio of 





Director’s Position Number Percentage 
~ 
Same Male 1972-1982 23 20.4 
Same Female 1972-1982 12 10.6 
Vacated by MaleIFilled by Male 
Vacated by MaleIFilled by Female 
Vacated by Female/Filled by Male 
Vacated by Female/Filled by Female 











TOTAL 113 100.0 
~ 
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The underrepresentation of women in promotion to directorships 
becomes more conspicuous in the larger research libraries. In the non- 
ARL university library group, thirty-one libraries retained the same 
director between 1972 and 1982; and three directorships were open either 
during 1972 or 1982, providing fifty-eight opportunities to hire a new 
director. As can be seen in table 5,77.6 percent (n=45) of those openings 
were filled by males and 22.4 percent (n= 13) were filled by females. 
This results in a ratio of 1.94 (77.6140) for males and a ratio of 0.36 
(22.4160) for women. Thus these directorships were filled by males 
nearly twice as often as they should have been if flows were fair and only 
approximately one-third as often by females as they would have been if 
flows were fair. 
TABLE 5 
LIBRARY POSITIONSDIRECTORS’ 
NON-ARL RESEARCH INSTITUTIONSAND DOCTORAL-GRANTING 
Director’s Position Number Fercenta.ee 
Same Male 1972-1982 29 31.5 
Same Female 1972-1982 2 2.2 
Vacated by Male/Filled by Male 
Vacated by Male/Filled by Female 
Vacated by Female/Filled by Male 
Vacated by Female/Filled by Female 









1 .1  
3.3 
TOTAL 92 100.0 
The flows pattern of the ARL institutions are shown in table 6. 
Here only twenty-one directors remained in place during the period 
studied, leaving sixty-seven openings to be filled. Males filled 83.6 
percent (n  = 56) of the available directors’ positions and females 16.4 
percent ( n= 11). The ratio of positions filled topercentage in workforce 
is 2.09 (83.6140) for males and 0.273 (16.4160) for females-the most 
disproportionate ratios of all. 
Conclusion 
As stated earlier, affirmative action is likely just one part of a whole 
series of separate yet interrelated factors which have influenced the 
status of women within academic libraries. The conclusions drawn 
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Dzrector’s Posztton Number Percentage 
Same Male 1972-1982 20 22.2 
Same Female 1972-1982 1 1 . 1  
Vacated by MaleiFilled by Male 
Vacated by Male/Filled by Female 
Vacated by FemaleiFilled by Male 
Vacated by FemaleiFilled by Female 








1 . 1  
0.0 
2.2 
TOTAL 90 99.9 
from the figures above point though to several probable effects of 
affirmative action law. 
In the first place, the initial ten years of affirmative action laws do 
appear to have brought some changes to the administrative staffing 
patterns of institutions of higher education, although the administra- 
tion of these libraries still does not reflect the composition of their 
workforce. The greatest numerical gains for women have been found in 
the mid-level administrative positions, especially the assistant and asso- 
ciate directors’ positions in both types of university libraries and in the 
department head level of the ARL group. The composition of both these 
positions is virtually unchanged from 1972 to 1982 in the Liberal Arts I 
college libraries. 
There are a few more women directors, but the gains on that level 
are disappointing. The smallest increase is found in the liberal arts 
college libraries where there are only six more directors in 1982 than in 
1972-a 5 percent increase. The number of women directing the larger 
university libraries was low in 1972 and remains low in 1982. In the 
non-ARL group, there were, in 1982, sixteen female directors (17.6 
percent) up from five (5.6 percent) while in the ARL group there were 
twelve female directors (13.5 percent) in 1982 compared to two (2.2 
percent) in 1972. 
The flows analyses show that women’s rate of entry into directors’ 
positions lags far behind that of men. If those rates of entry remained 
constant, women would never be represented at the directors’ level in 
proportions equivalent to their numbers in the workforce. 
Of course there is no reason to think that these rates will remain 
constant in the future. Women have made gains in the decade since 
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affirmative action was imposed, and if these gains can be continued, we 
can hope that parity will be achieved in the future. Perhaps the most 
encouraging part of this study is the evidence i t  provides of the larger 
number of women who are now at the department head and assis- 
tantiassociate director level in the university libraries. These women 
should be both qualified and ready to move into directors’ positions as 
they become available during the next decade. We must not become 
complacent, though, and assume that these advances will occur 
automatically. 
It is the opinion of some that affirmative action law has fulfilled its 
purpose and that less outside intervention will be required to insure the 
continued progress of women and minorities in libraries. 
We can view the 1980s as the era of government moderation, perhaps 
indicating that the teaching function is nearly completed and that the 
institutions within government purview have accepted affirmative 
action and equal employment opportunity goals, are convinced of 
their merit and are themselves monitorin and revising the policies 
and procedures necessary to reach them. a B  
That statement may be true of specific, individual libraries, but, if the 
results of this study reflect the gains made by women over the past ten 
years, one cannot take that sanguine a view. It is worthy of reemphasis 
that this is an early assessment of the impact of affirmative action laws, 
and that truly fundamental changes could not perhaps realistically have 
been anticipated in such a brief period of time. Still the results of this 
study indicate a need for academic libraries to continue to work for 
affirmative action in the future. 
Unfortunately, the Reagan administration seems to be backing 
away from the goals of affirmative action. For instance, the require- 
ments for affirmative action plans now apply to all institutions employ- 
ing fifty or more people and receiving $50,000 or more in federal 
contract grants. The Reagan administration first suggested that these 
cutoff points be raised to 250 employees and $1 million-a proposal that 
would eliminate all but the largest public and university libraries from 
written affirmative action plans.31 Later, a compromise proposal was 
advanced by OFCCP that revised these cutoff points downward to 100 
employees and $100,000in federal contracts but, to date, these revisions 
have not been issued in final form. Thus, at the time of this writing, no 
major changes have yet been made in the affirmative action guidelines, 
but the present administration with its antiregulation bias causes many 
to fear for the future of affirmative action programs. 
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The American Association of University Professors’ report on affir-
mative action contains a statement that well might be heeded by aca- 
dem ic 1i brar ian s: 
Members of the academic community frequently regard affirmative 
action as a bureaucratic intrusion and respond with merely cosmetic 
formal compliance. We ought instead to recognize that outside pres- 
sure, though at times intrusive and insensitive, is sometimes required 
to stimulate the reform of long-standing discriminatory policies and 
procedure. 32 
Even if the federal government’s enforcement of affirmative action is 
relaxed, the library profession should continue as Richard Dougherty 
wrote, “to strive for fairness in appointments, promotion, and sala- 
r ies. . . [~~]that when we review the decade of the 1980’swe can say that 
the profession’s commitment to affirmative aciion and equal opportu- 
nity begun in the 1970’sremained firm throughout the 1 9 8 0 ’ ~ . ” ~  
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The Motivation to Manage: 
A Study of Academic Librarians and Library 
Science Students 
ROBERT SWISHER 
ROSEMARY RUHIG DuMONT 
CALVIN J. BOYER 
Introduction 
ANUNDERSTANDING OF THE factors which contribute to the low propor- 
tions of women in administrative library positions can provide the 
library profession with a theoretical basis from which to initiate change. 
A number of factors previously have been suggested to explain the 
underrepresentation of women in the administrative ranks. In particu- 
lar, recent psychological research on the scarcity of women in manage- 
ment tends to focus on personality characteristics and behavior patterns 
of women as probable explanations for low job status. Women are seen 
to be unable to function adequately in the administrative positions from 
which they are excluded. Obstacles are seen as residing within women 
themselves-i.e., their own attributes and lack of motivation may 
impede high levels of achievement. 
Several studies address this issue. Findings of these studies support 
the notion that females are socialized to aspire toward work activities 
that do not emphasize managerial skills. O'Leary,' for example, illus- 
trates that women as a group describe themselves as different from or 
Robert Swisher is Associate Professor, School of Library and Information Studies, Univer- 
sity of Oklahoma, Norman, Oklahoma; Rosemary Ruhig DuMont is Associate Professor, 
School of Library and Information Studies, University of Oklahoma, Norman, Okla- 
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even opposite to men as a group on presumed requisite managerial 
traits. Both O’Leary and Terborg’ discuss the existence of a “male 
managerial model.” As McGregor3 describes it: 
The model of the successful manager in our culture is a masculine 
one. The good manager is aggressive, competitive, firm and just. He is 
not feminine, he is not soft and yielding or dependent or intuitive in 
the womanly sense. The very expression of emotion is widely viewed 
as a feminine weakness that would interfere with effective business 
procedures. 
This model is supported by research which suggests that there are a 
number of relatively consistent personality differences between males 
and females. Brenner and Greenhaus4 report on studies which show that 
males tend to be more aggressive than females, and that females are more 
nurturing than males. The studies also find males to be more dominant 
and more achievement-oriented than females. 
These studies offer support for identification of distinctive roles for 
males and females in the workplace. For example, a 1973 study by 
Schein5 finds a clear difference between the particular characteristics, 
traits, and attributes that middle-line managers perceive to be com- 
monly held by women in general and those characteristics held by 
managers. A follow-up study by Schein in 19756 finds that both success- 
ful managers and men are perceived to possess the characteristics of 
leadership ability, competitiveness, self-confidence, objectivity, aggres- 
siveness, forcefulness, and being ambitious and desirous of responsibil- 
ity. Female managers as well as male managers identify these 
characteristics as basically “male” in nature. In other words, for both 
male and female respondents, “to think manager, means to think 
male.”’ 
Perhaps the most noted recent research on women’s motivation to 
manage is that reported by Horner.’ Horner takes the motivation model 
of achievement developed by Atkinson and Featherg and McClelland, 
Atkinson, Clark, and Lowell” and hypothesizes that women do not 
achieve because of motivational conflict over achievement (a simultane- 
ous desire for and fear of success). Horner defines this motive as the fear 
that success in competetive achievement situations will lead to negative 
consequences, such as unpopularity and loss of femininity. While sub- 
sequent psychological research into fear of success fails to find consis- 
tent relationships between fear of success and sex of respondent,” the 
concept continues to be the impetus for much related research. 
One related research trend examines the depressed educational 
aspirations of women. Cantor’’ suggests that women’s expectations 
about their personal competence may lower their aspirations. 
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Having been exposed to general expectations of feminine incompe- 
tence, women may come to share their expectations and avoid 
achievement situations since achievement situations or cues should 
signal failure to persons who view themselves as in~ompetent.'~ 
Consequently, at a time when discrimination against women in the 
library profession is gaining increased a t ten t i~n , '~  i t  is important to 
know to what extent females actually have the motivational require- 
ments to perform effectively in managerial positions. The question is of 
equal significance to employing libraries and to women who may be 
contemplating careers in library administration. 
Over the past twenty years a number of studies have been 
conducted-primarily using the Miner Sentence Completion Scale 
(MSCS)-which have demonstrated the construct as well as concurrent 
and predictive validity of the concept of the motivation to manage in 
highly structured organizations of an essentially bureaucratic form. l5 
The motivation-to-manage concept has shown itself to be predictive 
both of movement up  the hierarchy and of effective management 
performance.l6 
Much of the research concerning gender effects on motivation to 
manage has involved individuals already in managerial positions. Such 
research may prove misleading because those studied have already 
chosen a managerial role, and consequently are likely to have a higher 
motivation to manage than those not in managerial ranks. For example, 
a Miner study done in 1974 shows no consistent differences in the 
managerial motivation of male and female managers in a department 
17store. 
Studies among student populations from which managerial talent 
is drawn are another approach to examining motivation to manage. 
Miner finds substantial gender differences in motivation to manage 
among several samples of college students, including two samples of 
business students.'* Bartol also finds significant differences between 
male and female business students on motivation to manage, although 
the amount of variance accounted for according to gender is less than 10 
percent. 19 
One point to be made in evaluating most motivation-to-manage 
research is that it traditionally has focused on male-intensive, for-profit 
organizations. It may be that significant differences in motivation-to- 
manage results can be found in a female-intensive profession such as 
librarianship. Personality characteristics of librarians have been 
recently examined by Sukiennik.20 She summarizes a number of studies 
which show that the typical librarian is more deferential than the 
general population, and possesses to a greater degree a set of qualities 
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that Sukiennik characterizes as “endurance.” She points out that male 
and female librarians are less likely to be affiliative, dominant, or 
aggressive than the population at large. 
A separate study by Rainwaters21 and reported by Sukiennik exam- 
ines the personality characteristics of male and female library science 
students. Using the Edwards Personal Preference Schedules, the men in 
the experimental group rated significantly higher than the male norm 
in the subscales on Achievement, Deference, Order, and Endurance. The 
women’s scores were higher than the female norm in the subscales on 
Deference, Order, and Endurance, and lower in Exhibition, Affiliation, 
Dominance, and Aggression. A 1957 study by Douglass2’ and discussed 
by Sukiennik supports the notion that librarians (both male and female) 
lack the characteristics associated with managers. Douglass’s most sig- 
nificant finding is that those librarians tested lack ascendancy, drive, 
leadership qualities, and motivation. 
The major purpose of our study was to identify motivation-to- 
manage levels among one segment of the population of practicing 
librarians-academic librarians-and the student population from 
which academic librarians come. The results of the various studies 
reviewed here support the notion that females are socialized to aspire 
toward work activities that are not considered managerial in nature. 
Librarianship emphasizes such ac t iv i t ie~ .~~ Consequently, we hypothe- 
sized that women who work as librarians, as a group, are not motivated 
to manage. However, inasmuch as men are socialized to aspire to 
management positions, we further hypothesized that male librarians’ 
motivation to manage, while low (basedon Sukiennik’s findings), will 
be higher than that of women. 
Populations 
Inasmuch as our hypotheses were derived from previous research 
carried out using a population of academic librarian^,^^ that same 
population was used in this study. In order to compare the managerial 
motivation levels of individuals at various levels of experience in librar- 
ianship, the population of students preparing for work in academic 
libraries was selected for inclusion in the study as well. The presence of 
individuals who possessed no experience, but who had already declared 
a preference for academic librarianship, offers a test of the hypothesis 
that levels of motivation to manage vary with amount of professional 
experience. 
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Using estimates of population parameters derived from the 
authors’ just-cited previous research, a sample of approximately 250 
academic librarians was indicated. In reality, a determination of the true 
population of all academic librarians in the United States was not 
possible: the actual population was dictated by the presence of a conve- 
nient sampling frame, the latest edition of the American Library Associ- 
ation’s membership dire~tory.’~ The total population of students 
pursuing the first professional degree in librarianship who further 
could be identified as intending to work in academiclresearch libraries, 
was much more difficult to determine. Lacking a frame that could 
enumerate this population, i t  was decided that students in MLS pro- 
grams would be sampled. 
The other piece of information needed-the type-of-library prefer- 
ence of students pursuing the MLS-was not availableeither. However, 
since one of the study’s aims was to compare students’ responses by 
academic library preferences v . other type-of-library preferences, a type- 
of-library preference item was included in the student survey. Seven 
library science programs were sampled and matched according to geo-
graphic region and size. Each school’s cooperation was obtained by 
assuring confidentiality in data reporting, with the further cooperation 
of one faculty member from each program who oversaw the administra- 
tion of the survey to students who were enrolled in a required course. 
Instrumentation 
Because of its validity, reliability, amount of previous use, and 
development of a close-ended form of question-asking, the Miner Sen- 
tence Completion Scale was chosen as the device to determine the degree 
of a respondent’s motivation to manage. 
The Miner Sentence Completion Scale, multiple-choice version, is 
a set of forty statement stubs, each stub followed by six multiple-choice 
alternatives. The forty statement stubs or items include five that are not 
scored, but are included to assist in disguising the intent of the scale. 
The thirty-five scorable items, organized randomly, and unknown to 






-Standing Out From the Group 
-Routine Administrative Functions 
FALL 1985 223 
SWISHER & DUMONT & BOYER 
The six alternatives for each item include two positive responses, 
two neutral responses, and two negative responses. The alternatives are 
organized randomly: there is no pattern of listing the six alternatives. 
Following is an example of one of the statements in the multiple-choice 
version of the Miner Sentence Completion Scale: 
Being interviewed for a job ... 
( ) is necessary 
( ) is a pain in the neck 
( ) you should tell the truth 
( ) is very interesting 
( ) makes me nervous 
( ) I am confident 
This item, according to the Miner scoring key, is part of the Com- 
petitive Situations subscale. The key indicates that the two positive 
responses are “is very interesting,” and “I am confident.” The two 
neutral responses are “is necessary” and “you should tell the truth.” 
The two negative responses are “is a pain in the neck” and “makes me 
nervous.” 
Although each subscale offers interesting opportunities to investi-
gate individual components of the motivation to manage, this study 
used a simple summed score across the subscales, a typical application 
of the Miner scale. 
As a result of pretesting the multiple-choice version of the Miner 
scale during the summer of 1983, i t  was determined that three of the 
scale’s forty multiple-choice items elicited undesirable responses, and 
worse, these three items lowered the participants’ probability of com-
pleting the scale at all. With the permission of the scale’s author, the 
three troublesome items were modified to increase neutrality according 
to gender. Although the internal consistency of this present study is not 
diminished, the comparability of our results to other results based on 
the Miner scale can be questioned. 
Separate sets of additional questions were also pretested among the 
academic librarians and the students. Both students and practitioners 
were asked to indicate sex, age, marital status, and education. The 
student instrument also elicited information concerning the expected 
date of completion of the master’s program and the student’s employ- 
ment goal. Beyond the shared-background variables, the professionals 
were asked to indicate degree of budgetary authority, category of job 
activity, number of employees supervised, and total years of profes-
sional experience. 
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Data Collection 
During the time period spanning fall 1983 through spring 1984, 
data were collected from both academic librarians and MLS students. A 
first and second wave of packets sent to 300 academic and research 
librarians yielded 262 usable responses, for an effective response rate of 
87.3 percent. Analysis of each variable in the data set against a variable 
reflecting date of return indicated no significant relationships. From 
this analysis, it was concluded that the assumption of no nonresponse 
bias could be entertained: the data supplied by the responding academic 
librarians were assumed to be representative of the population of all 
academic librarians holding membership in the American Library 
Association. During the same period, appropriate faculty members at 
each of the seven library schools sampled were contacted, cooperation 
was obtained, and packets were sent. Each packet contained the number 
of data collection sets requested by the faculty member and a set of 
instructions for the faculty member. Inasmuch as the students filledout 
the questionnaire during a class period and thus represented a captive 
audience, the response rate was as would be expected-100 percent or 
291 cases. The assumption that the ninety-three students who identified 
themselves as pursuing a goal of academiclresearch librarianship are 
representative of all such students rests on the representativeness of the 
seven institutions that were chosen. In all, data reflecting the responses 
of 355 individuals (262 academic and research librarians and 93 students 
pursuing academic research librarianship) were analyzed. 
Responses were coded and keyed into a floppy disk data file using a 
microcomputer and locally written input-and-data-checking program. 
Data were uploaded to the University of Oklahoma’s mainframe system 
to be analyzed through SPSS, although data analysis also took place 
concurrently on a microcomputer. 
Results 
The subset of those 93 students (out of 291) who expressed a goal of 
academic librarianship was analyzed for differences on motivation to 
manage based on sex, marital status, age, presence or absence of another 
post-bachelor’s degree, and the particular library science program in 
which the student was enrolled. 
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In no case did the measure of covariation reach statistical signifi- 
cance. A one-way analysis of variance (ANOVA) on the total Miner score 
by sex indicated no significant difference between the mean of the males 
(-0.727) and the mean of the females (-1.33) (F  = 0.182, df= 1,91 and 
p > .05). Although information concerning marital status was collected 
in four categories, small frequencies in two of the four categories dictat- 
ed that the classification of marital status be collapsed into two levels for 
appropriate data analysis: (a) married u. (b) either single, separated, wi- 
dowed, or divorced. Again, the means of the two groups could not be 
considered significantly different from one another-married mean = 
-0.972, other categories’ mean = -1.31 ( F  =0.058, d f =  1,91, and@> .05). 
The estimate of strength of relationship between age and Miner score 
was not significant according to zero-order testing ( p>.05). The posses- 
sion of some other advanced degree (a characteristic of 32.3 percent of 
these prospective academic librarians) was not related to the total Miner 
score according to one-way ANOVA. Those possessing another 
advanced degree had a mean of -0.633 and those not possessing another 
advanced degree had a mean of -1.35 (F  = 0.242, df = 1, 91, p > .05). 
Finally, ANOVA could not distinguish these students’ Miner scores by 
the library science school in which they were enrolled ( F =  1.131, df=6, 
86, and p > .05). 
The sample of 262 academic librarians reflected scores on the Miner 
scale which were consistently higher than the student scores for both 
males and females, but neither difference reached statistical signifi- 
cance. While the male MLS students had a mean Miner score of -0.727, 
the male academic professionals had a mean score of 1.833-an appar-
ent positive shift of approximately 2.5 units. Likewise, the mean of 
female academic practitioners (1.223) was approximately 2.5 units 
higher than the mean Miner score of the female MLS students (-1.330). 
However, it is noted that there was no significant difference among the 
academic practitioners’ Miner scores according to sex (F =0.548,df= 1, 
260, and p > .05). 
While the academic librarians were homogeneous with respect to 
gender on their motivation-to-manage scores, gender was significantly 
related to one of the measures of actual management responsibility. The 
males averaged twice as many employees supervised as the females 
(males = 16.9, females = 7.8, F = 11.39,p < .05).The first attempt at 
testing for a relationship between gender and job classification yielded 
no indication of covariance (Chi-square =9.43, df =6, p >.05). Table 1 
shows the original cross-tabulation of gender with job activity. 
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Close inspection of table 1 reveals the fact that systematic covar- 
iance is indeed present in the cross-tabulation between gender and job 
activity, but present only in those cells that represent administrative 
activity. The columns in table 1 that represent nonadministrative activ- 
ity (jobs involving only technical services, or only public services, or 
both technical and public services) are the columns with observed 
frequencies that are approximately the same as their expected 
frequencies. 
The opposite, however, is the case for the other four columns-the 
columns that reflect some degree of administrative activity. Males and 
females are distributed as would be expected across the nonadministra- 
tive activities, but a disparity appears between males and females who 
are in positions that involve some degree of administrative activity. Of 
the four columns that denote some level of administrative duties, only 
one (the first column) indicates general administration. That category 
of job activity is the only one of the four administratively related 
columns in which observed frequency for males is higher than would be 
expected. In the three cells that represent a combination of administra-
tive duties and other functions as well, the number of females present is 
higher than would have been expected. This relationship is demon- 
strated in table 2, which cross-tabulates gender by two categories of 
administration (general administration u. the three categories that 
reflect some combination of administration and technical or public 
services), Chi-square = 7.56, df = 1, p < .05. 
TABLE 2 
CROSS-TABULATION A N D  EXPECTEDOF OBSERVED 
FREQUENCIES BY LEVELS ACTIVITYFOR GENDER OF ADMINISTRATIVE 
General Administrative 
Administrative Plus TOTALS 
Males 28 29 
19.99 37.01 57 
Females 19 58 
27.01 49.99 77 
Total 47 87 134 
Chi-square = 7.55, df = 1 ,  p = ,00065, Gamer’s V = ,237 
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In the subsample constituting those respondents who were engaged 
in some form of administrative activity ( N =  134), the mean scoreon the 
motivation-to-manage scale was not related to gender (F=0.32, d j = 1, 
132, andp >.05). Consistently, however, the highest average Miner scale 
scores were associated with practitioners involved in administrative 
activity: female administrators of technical services (5.93), males in 
general administration (4.07), and females in general administration 
(3.68). 
Regression analysis indicated that-of five possible predictors of an 
academic librarian’s level of administrative responsibility among those 
who claimed some administrative responsibility-gender and the pos-
session or lack of an advanced degree to go along with the library science 
master’s were the best predictors of whether a respondent was a general 
administrator or the administrator of a functional area (R = .28, F = 
5.68, d j  = 2, 131, p < .05). 
Discussion 
The major finding of this study is that there is no evidence of any 
significant difference between the motivation-to-manage scores of 
males and females who are either (1) master’s students preparing for 
careers in academic librarianship, or (2) practitioners of academic 
librarianship. Furthermore, the general level of motivation to manage 
among students who have declared a preference for academic librarian- 
ship is lower than academic librarians’ motivation to manage. While 
there is no difference between male and female practitioners on motiva- 
tion scores, i t  is still the case that males supervise more employees- 
twice as many as females, on the average. 
Confirming the discrepancy between males and females on number 
of employees supervised is the picture of job activity and gender. First, 
male and female practitioners who were sampled hold nonadministra- 
tive positions in numbers that match their expected frequencies. The 
academic librarians who identified their responsibilities as (1)technical 
services, (2) public services, or (3) technical and public services, were 
distributed as would be expected according to gender. Second, and more 
important, the practitioners who indicated administrative activity were 
distributed according to gender in the following way: males were clearly 
more likely than females to be involved in general administration. 
Females were more likely than males to hold positions that involved the 
administration of either technical services, public services, or both 
technical and public services. 
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Finally, among those practitioners who are involved in some form 
of administrative activity, motivation to manage is not a predictor of 
who is or is not a general administrator. Of thevariables included in the 
present study, only gender and level of education covary with type of 
administrative activity. 
Conclusion 
Taking the findings as a whole, motivation to manage is not a 
factor that differentiates male and female library science students or 
male and female academic librarians from one another. Consistently, 
the data fail to support the hypothesis that the males’ motivation to 
manage is higher than that of women. No evidence can be found to 
indicate that females, whether students or practitioners, have signifi- 
cantly lower motivation-to-manage scores than their male counterparts. 
In fact, both student males and females have similarly low motivation- 
to-manage scores as contrasted with the norm, indicating that neither 
group begins library science education as likely candidates for an aca- 
demic library managerial setting. Other samples and other measures 
may produce different results, but this research effort includes two 
diverse population groups and employs a measure that has exhibited 
consistent validity in hierarchic, bureaucratic, organizational settings. 
Assuming that the results of this study accurately reflect the levels 
of motivation to manage of both males and females in the academic 
library profession, serious questions need to be raised concerning both 
the process of educating library science students and the process of 
promoting librarians within the library setting. Beginning with stu- 
dents first, i t  seems that both men and women select librarianship as a 
career because a large majority do not want to be managers. Professions 
dominated by women-such as librarianship-are widely believed to 
emphasize “feminine” qualities such as nurturance, empathy, under- 
standing, helpfulness, and intuitiveness.26 Managerial positions do not 
fit this feminine model. They are characterized by such personal attri- 
butes as decisiveness, consistency, objectivity, emotional stability, and 
analytical ability.” 
Both men and women who select librarianship as a career and enter 
library school perceive themselves to be strong in “feminine” qualities 
and weak in managerial qualities. This notion is supported by theories 
of vocational choice. Bordin” proposes that in selecting an occupation, 
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a person is actually expressing an acceptance of a particular self-view in 
terms of occupational stereotypes. Super” has further suggested that in 
choosing an occupation, an individual is actually attempting to 
develop and implement a certain self-concept. Super equates the process 
of self-concept development with that of vocational development. 
The self-concept among most male and female library school stu- 
dents appears to preclude a perceived aptitude for managing. One major 
research effort supports this notion. Hiatt reports that women librarians 
investigated in his research “were generally unaware of their manage- 
ment potential, and their management skills typically exceeded their 
own expectations.”30 Research done at the University of Washington 
Career and Development Assessment Center for Librarians by Hiatt 
supports the conclusion that self-concept can be changed and manage- 
ment competencies held by librarians can be strengthened and better 
utilized. It would seem to be valuable for library science educators to use 
the assessment center concept in working with both male and female 
library science students to help them in identifying and using skills that 
they will need in a management setting. 
In looking at practicing librarians, male librarians may be being 
promoted into top management positions “in spite of themselves.” 
That is, because males are perceived tohave certain attributes that fit the 
managerial model, they are promoted whether they actually have these 
attributes or not. Females, possibly, are not promoted because they are 
not perceived to have these managerial qualities, whether they do or not. 
This study indicates that the highest motivation scores (5.93)were 
among women heads of technical services departments. Upper-level 
male general administrators had an average motivation-to-manage 
scoreof 4.07. It is interesting to speculate why the most highly motivated 
group was female technical services administrators. Technical services, 
as a group of activities, tend to be unambiguous and possess much 
structure and detailed information to guide action. Control over this 
section of library activity is possible. 
A number of possible explanations can be presented for the pre- 
dominance of highly motivated women as heads of such highly struc- 
tured departments. The first explanation is stereotypical, suggesting 
that such women want structure and lack of ambiguity. They want 
power but also desire few alternatives and want to follow procedure, 
seeking the security that structure promotes. This explanation supports 
the stereotype of the librarian as one who likes toemphasize process and 
procedure and is interested in “things” rather than people. 
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A second explanation suggests that those who make hiring and 
promotion decisions tend to move highly motivated women into more 
structured situations. Such women, in comparison to men, may have 
fewer opportunities to acquire or use power-acquisition behavior as 
part of their managerial job. Thus, this explanation continues, these 
females will not be perceived as appropriate candidates for upper-level 
administrative positions. 
A third explanation suggests that women simply are not opting for 
top administrative positions in the same proportions as males, even 
though these women are equipped to handle top administrative posts. 
Nowhere is it implied that possessing the motivation to manage neces- 
sarily means having the perception of being able to manage. It still may 
be the case that female academic librarians, as a group, do not aspire to 
top administration as frequently as males. This explanation leads to the 
conclusion that the profession’s problem may not be discrimination as 
much as i t  is self-perception on the part of its largest group. Academic 
librarianship appears to have a group of capable people who do not see 
themselves as administrators, and do not seek top administrative posi- 
tions. Their narrow view is reinforced by the usual forces that have 
drawn males into the power vacuum thereby created. 
Any one of these three explanations, or others that could be pro- 
posed, point to the fact that there is a lack of information on the reasons 
and rationales for promotion and hiring within academic library ad- 
ministrative positions. It is suggested that sex-role orientation occupies 
a key place in decision-making and needs to be investigated much more 
intensively. Only through such study will changes become possible, 
allowing equal opportunities for men and women to fill roles in the 
library more fitting with their interests and aptitudes. 
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Differences By Sex: Academic Library 
Administrators 
BETTY JO IRVINE 
THEPROPORTION OF FEMALE and male administrators in academic 
research libraries has changed significantly between 1970 and 1980. 
Although men still prevail, women have made dramatic inroads into 
the administrative suites of academic libraries during the past decade. 
Such inroads have reduced sex segregation within librarianship. Like 
other female-intensive professions, librarianship has suffered from the 
malady known as “intraoccupational sex segregation” in which men 
dominate the pinnacle of a profession’s institutions and women, the 
base. The reasons for this phenomenon are varied and complex and 
include factors such as female labor markets, demographic characteris- 
tics, and sex-role stereotyping of positions as well as professions.’ The 
existence of sex discrimination in the library profession has been docu- 
mented by numerous surveys which commonly cite gender-based differ- 
ences by salary and by organizational placement.’ 
The changes in women’s representation as administrators in aca- 
demic research libraries did not occur by chance. In the early 1970s, the 
requirements of affirmative action demanded that women be given the 
job opportunities that previously had been denied. The compelling 
need to meet affirmative action guidelines effectively complemented 
two other patterns that had emerged among academic research libraries 
during the 1960s and 1970s: an increase in thenumber of administrative 
positions, which required a larger pool of administrative candidates, 
and the impact of participative management, which afforded women an 
opportunity to gain experience in reviewing management concerns and 
Betty JoIrvine is Head, Fine Arts Library, Indiana University, Bloornington, Indiana. 
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to become a visible force in recommending change. Certainly, the 
women’s movement coupled with women’s changing work roles also 
influenced female perceptions of career option^.^ Without affirmative 
action, however, these other variables may not have exhibited the rapid 
changes wrought by legal intervention. 
The study reported here is based upon an analysis of selected factors 
which have militated against proportional representation of women as 
administrators of academic research libraries in North America, specifi- 
cally those libraries in the Association of Research Libraries (ARL).‘ 
Multifarious explanations are offered for women’s limited career 
options, ranging from achievement motivation to educational prepara- 
tion. In this paper, emphasis will be placed on the following demogra- 
phic and career variables: (1) family background and personal 
characteristics, (2) mobility and career history, (3) role models and 
mentors, and (4) professional activities. 
Administrative Sex Ratios in ARL Libraries 
Although the library profession is sex-typed as female, executive 
leadership is commonly associated with males; consequently, even 
though female librarians outnumber males, women are not usually 
associated with the membership of library executive suites. The sex 
structuring of organizations prevails throughout library, higher educa- 
tion, and corporate admini~tration.~ Among academic libraries, the 
largest and most prestigious institutions are represented by their mem- 
bership in ARL. 
In 1976-77 ARL began collecting data on the sex composition of 
administrators in member institutions. Within this group of research 
libraries in the mid-l970s, men held 89 percent of the directorships.6 At 
the associate and assistant director levels, men held 70 percent of all 
positions in ARL academic libraries, although women represented 62 
percent of the professional population in these l ibrar ie~.~ By 1984, men 
held 80 percent of the directorships and 49 percent of the associate and 
assistant level positions.’ Women have nearly doubled their representa- 
tion within nine years. The changes in the proportions of female ARL 
administrators, however, are startling if examined against 1970 figures. 
At that time, seventy-eight academic libraries were in ARL and there 
were no women directors and 16 percent of the associate and assistant 
directors were women.g 
The extraordinary and progressive increase in women administra- 
tors over the past thirteen years has coincided with the implementation 
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of affirmative action guidelines for higher education. Notwithstanding 
the effects of affirmative action, another factor conveniently comple- 
mented the recruitment of women administrators. From 1970 to 1980, 
the number of ARL administrative positions increased from about 27010 
to 395 positions," an increase of nearly 50percent. Consequently, given 
the number of administrators required during this period, university 
administrators and library directors involved in recruitment may have 
found it  both convenient and necessary to expand the potential pool of 
applicants to include women. 
By 1980 women had entered the administrative ranks of ARL 
libraries in numbers significant enough to merit study. Historically, 
men had dominated the executive pool; consequently most published 
studies had a male bias until recently.12 The analysis reported here is 
based upon data gathered on ARL administrators in 1980.13 At that 
time, among ninety-nine ARL libraries, 85 percent were directed by 
men. Among 90 associate directors, 72 percent were male; and among 
191 assistant directors, 60 percent were rnale.l4 While men held 69 
percent of all administrative posts,15 women represented 62 percent of 
the professional population in ARL 1ibraries.l6 
A survey was conducted in 1980 to gather demographic data and 
career profiles on academic library administrators. Respondents to the 
survey were distributed among the three administrative categories in 
proportions similar to the percentages previously reported: among 78 
directors, 83 percent were male; among 64 associate directors, 75 percent 
were male; and among 155 assistant directors, 57 percent were male. The 
following discussion is based upon data received from 80 percent of all 
administrators in ARL libraries in 1980. 
Family Background and Personal Characteristics 
How do factors such as family background, marital status, and 
educational training affect the careers of male and female librarians? Do 
women who achieve administrative positions have characteristics in 
common with their male colleagues, or do they exhibit differences that 
may contribute to their status as career women? Sex has tended to be a 
reliable predictor of which academic librarian would be most likely to 
become an administrator. Other factors beyond the control of an indi- 
vidual have also been associated with career achievement, including 
age, family size, and parental background. Remaining single and 
obtaining advanced educational credentials have been the options for 
women desiring career advancement. Affirmative action requirements, 
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the women's movement, and women's changing work roles have 
enlarged the options for women. 
As the potential population of high-achievement women increases, 
there may be fewer exceptional or different characteristics associated 
with such women as compared with men. When considering the impli- 
cations of the survey data on age, family background, marital status, and 
educational attainment, the reader should keep in mind the special 
circumstances of the 1970s which mandated that women's employment 
options be expanded and enhanced and that equity rather than personal 
bias occur in recruitment. 
Age 
Among administrators studied in 1980, 44 percent were fifty years 
or older, but nearly half of the men were this age while only one-third of 
the women were in this age g r 0 ~ p . l ~The mean age of men was 48.9and 
of women, 45.8. Given the significant age difference between the sexes, 
women appear to be entering administration at a younger age than men. 
This finding was in contrast to earlier studies of academic librarians 
which indicated that, in general, women have been older than their 
male colleagues. 
This age difference, however, may only be representative of aca-
demic librarians at the administrative level. Recent research has shown 
a trend toward women library administrators being younger than male 
admini~trators.'~Among librarians in general, the COSWL (Commit- 
tee on the Status of Women in Librarianship) profiles of ALA members 
revealed similar median ages for men (42) and women (40).20 Among 
ARL administrators, the median age of men was 49 andof women, 43.5. 
One recent study documented a higher mean age for female (58.5) 
than for male (52.2) administrators, but all participants were drawn 
from a group of colle e and university administrators who had held 
such positions in 1970. 51 In 1970, there werenot concertedefforts toalter 
the sex ratio of administrative staffs prompted by affirmative action 
guidelines; consequently, women were more likely to exhibit the pat-
tern of being older than men by the time they were promoted to execu-
tive levels. This age pattern has also been associated with women in 
higher education administration.22 
Family Background 
The educational attainment and occupational status of the parents 
of male and female administrators exhibited a number of significant 
characteristics which reflected similarities to research on career women. 
Fathers of male administrators were more likely to have completed 
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elementary school (43 percent) than to have achieved any other educa- 
tional level, while those of females were equally likely to have com- 
pleted college degrees (43 percent). Women’s fathers were twice as likely 
as men’s to have college degrees, 43 percent and 22 percent, respectively. 
The significant differences in the educational attainment of men’s and 
women’s fathers were similar to thoseof their mothers. While 35 percent 
of the mothers of men had completed elementary school, 30.5 percent of 
the women’s had college degrees. 
Overall, the individuals in this study represented a background of 
relatively high educational achievement, with 39 percent of all adminis- 
trators having fathers with some degree of college-level work-33 per-
cent of men’s fathers and 53 percent of women’s. Of the mothers, 37 
percent also had college-level work-33 percent of the men’s mothers 
and 49 percent of the women’s. Previous research has cited significant 
correlations between the educational levels of the mother and the career 
aspirations of the daughter.” The influence of the father’s educational 
attainment was also apparent in this study, as both parents of women 
were significantly more likely than those of their male counterparts to 
have earned college degrees. 
Men’s fathers were more widely distributed among the following 
major occupational groups than were women’s fathers: (1) professional, 
technical, and kindred workers; (2) managers and administrators, 
except farm; (3) sales, clerical, and kindred workers; (4)craft and kindred 
workers; (5) farm workers; and (6) the retired or unemployed. Among 
male administrators, 46 percent of their fathers were either professional 
workers or managers and administrators; and among females, 71 per- 
cent of their fathers were, While 42 percent of the fathers of men were 
working in occupations in the sales and craft groups, 41 percent of the 
fathers of women were working at the managerial or administrative 
level. 
The occupational status of the mother did not exhibit the signifi- 
cant variations by sex that the father’s status did. Although the mothers 
of female administrators were more likely to have worked outside the 
home than those of males, the differences were not exceptional. Among 
women, 66 percent of their mothers were homemakers and of the men, 
74 percent. Notwithstanding the educational attainment of female 
administrators’ mothers, women’s mothers were almost as likely as 
men’s to fulfill domestic work roles. Prior research has cited the impor- 
tance of a working mother and the mother’s educational level on 
women’s career aspirations. 24 
Although the results of the study did not reinforce the importance 
of working mothers on women’s occupational achievement, there were 
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significant influences based upon the father’s occupational and educa- 
tional status, and based upon the mother’s educational status. These 
women ARL library administrators may reflect differences that relate to 
their being a combination of pioneers and traditionals-pioneers have 
represented those women in male-dominated professions; and tradi- 
tionals, those engaged in all other career a~tivities.’~ Although the 
library profession is female-intensive, the top managerial levels have 
been male-dominated; consequently, those women who achieve admin- 
istrative careers may express a mix of background factors rather than 
merely falling in line with what have been the accepted attributes of 
pioneer women. This thesis would also be consistent with the historical 
trend that women who entered the library profession did not necessarily 
assume or expect to assume administrative positions. Thus, library 
women would be less likely to f i t  the model that links high achievement 
in a male-dominated arena to well-educated and career mothers. 
With the entry of more educated women into professional and 
managerial careers, future studies could indicate a role model reversal in 
the direction of greater influence by the mother than appears to be 
evident in this study; however, the significance of educational attain- 
ments of women’s mothers should still be considered a potent factor in 
the career achievement of the women administrators. 
Marital Status 
For administrative aspirants, marital status may be perceived as a 
positive asset for men but a negative one for women. Of the men, 78 
percent were married compared to 50 percent of the women. Even at the 
assistant director’s level this pattern was sustained. Men were almost 
twice as likely as women to be married-79.5 percent and 47 percent 
respectively. There appears to be no trend toward more married women 
entering administrative careers in libraries. This group of women may 
conform to “evidence that working women are more likely to postpone 
marriage.’’26 Previous research on academic librarians has consistently 
documented that women have been less likely than men to be married.” 
In the 1980 COSWL report on ALA members, 66 percent of the men and 
only 49 percent of the women were married.” 
Female administrators appear to reflect the marital status of 
women librarians in general, while male administrators appear more 
likely to be married than their counterparts at large. In the future, more 
women executives may be married than previously. Such a trend has 
been reported in the literature on women executives in higher education 
and in corporate management.” Although the small number of female 
directors makes generalization difficult, this group exhibited a higher 
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marital rate (61.5 percent) than assistant directors (47 percent). Only 
future studies will provide evidence whether librarians’ marital status 
will parallel that of other women pursuing administrative careers. 
Educational Achievement 
In discussing educational achievement data, analysis is limited to 
administrators’ possession of graduate library and information science 
graduate subject degrees. Of all administrators, 94 percent had master’s 
or equivalent degrees in library and information science. In general, 
these individuals received their library degrees from a wide distribution 
of schools throughout the United States and Canada, although the 
majority of the schools were located in the northeast and rnidwest states. 
In contrast to Parsons’sw research in the 1970s-which showed that 
nearly 60 percent of ARL directors had received their library science 
master’s degrees from four schools (Columbia University, the Univer- 
sity of Chicago, University of Illinois, and University of Michigan)- 
this study found that only 40 percent of the directors had library degrees 
from four institutions (Columbia University, the University of Illinois, 
University of Michigan, and Simmons College). The influence of an 
educational network such as that described by Parsons may be diminish- 
ing, given the distribution of library schools represented by the 1980 
study. 
Of the ARL administrators, 42 percent possessed a master’s degree 
in a subject field-i.e., 50 percent of the men and 24 percent of the 
women. Comparatively, among academic librarians in general, about 
30 percent have a graduate degree in addition to their master’s in library 
science.31 Of this group, 65 percent had received degrees in the arts and 
humanities, with business (14 percent) and the social sciences (13 per- 
cent) representing the next most popular fields for advanced degrees. In 
most areas, the percentages by sex did not vary significantly, although 
women were more than twice as likely as men to have obtained master’s 
degrees in business-24 percent and 11 percent, respectively. While the 
overall numbers of male administrators who received master’s degrees 
other than in library science sharply declined in the 1970s to 13 percent, 
46 percent of the women received subject master’s degrees during that 
decade; consequently, there may be a trend toward women catching up  
with men in degrees received at this level. 
Including both library and information science and subject doctor- 
ates, 22 percent of all ARL administrators studied in 1980 possessed 
these degrees45 percent of the men and 16 percent of the women. Since 
previous studies have focused on the qualifications of directors only, 
analysis of this group is especially relevant. Of seventy-eight directors, 
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38.5 percent had doctorates (40 percent of the men and 31 percent of the 
women). In Parsons’s research on 1973 ARL directors, 29 percent held 
doctorates, which marked a decline in directors having doctorates from 
a high of over 50 percent in 1958.32 
The 40 percent figure in this study would appear to be consistent 
with the manner in which qualifications were being listed for university 
directorships from 1970 to 1979. In an analysis of job listings for this 
period, Olsgaard and Olsgaard found that a mean of 39.8 percent of the 
directorship notices either preferred or required doctoral degrees.33 Only 
12.7 percent of the notices preferred or required a second master’s 
degree.34 Given that doctoral degrees usually have been considered 
research degrees, it is interesting to speculate why librarians would be 
required to have such degrees for administrative positions rather than 
degrees in business and management. Historically, with men more 
likely than women to possess advanced graduate degrees, this qualifica- 
tion has tended to filter most women out of the applicant pool. 
The requirement for doctorates has merely reflected the reality of 
the male character of academe. With the director, in many instances, 
functioning as the personification of the library to external constituen- 
cies (external to the library, including both faculty and other adminis- 
trators), it is not surprising that qualifications associated with men 
would also be attached to directorships. Whether women will meet these 
qualifications in the future or whether the emphasis on doctorates for 
administrators will decline is difficult to predict. For example, at the 
assistant director’s level, only 16percentof themen and 14percent of the 
women possessed doctorates. If this is the future pool for directors, then 
this group would have to work very hard in the next few years to secure 
doctorates in addition to fulfilling the rigorous demands of administer- 
ing university libraries. 
Mobility and Career History 
Work histories provide an opportunity to examine systematically 
how individuals have achieved positions of status in their chosen pro- 
fession. In this study, “positions of status” have been defined as admin- 
istrative posts in ARL libraries. Women have rarely attained such 
positions even in female-intensive professions and those women who do 
attain administrative rank are models for female achievement and for 
comparison with male achievement. The implications of affirmative 
action for higher education-especially in the promotion of women- 
have positively altered women’s access to career ladders in academia. 
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Historically, women have been locked in positions of high techni- 
cal skills while men have had access to longer career ladders that have 
allowed them to permeate all hierarchical levals of an organization. 
This section will examine the career history of women to see if their 
career progression has been similar to men’s. T o  do so, this section 
examines mobility patterns, as well as middle-management and 
administrative positions held.35 
Mobility Patterns 
A common complaint against women’s administrative career 
development is that they lack mobility and therefore cannot expect to 
achieve executive positions. Did female administrators perpetuate this 
stereotype? In this study, both male and female administrators had 
worked in an average of three library systems during their careers. This 
similarity in career mobility has been documented by research on male 
and female executives in academic libraries as well as among cross- 
sections of academic librarian^.^^ 
In general, the greater the mobility, the higher the likelihood of 
attaining administrative posts. However, recent studies have reported 
that even when men and women have experienced similar mobility 
patterns, men have benefited from their mobility while women have 
not.37 In 1980, among ARL administrators the benefits of comparable 
mobility may have merely complemented the opportunities provided by 
affirmative action and the need for additional administrators in the 
1970s. 
Middle-Management Positions 
Although men and women averaged one to two positions in 
middle-management, women worked longer at this level than men, 
with means of 6.9years for women and 5.4for men. Women consistently 
have occupied about 60 percent of the middle-management positions 
since this information was first collected by ARL in 1976%Although 
women held only 25 percent of the administrative posts in 1976, they 
had firmly established themselves as middle manager^.^' 
Why so many women have remained in middle management relates 
to equitable access as well as to women’s concept of what constitutes 
career advancement. Research on women executives has shown that 
women have not tended to make long-term career commitments and 
instead have made commitments “to current performance and to on-
the-job c~mpetence.”~’ Without visible evidence of equal access to 
executive positions, however, long-term commitments may not have 
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represented viable alternatives to most female academic librarians until 
the 1970s. 
Administrative Positions 
Data gathered on administrative positions includes an analysis of 
previous administrative positions (see the section “Administrative Sex 
Ratios in ARL Libraries” for posts held in 1980) and of the total number 
of posts and years in administration. Previous administrative positions 
were put in the following categories: director; associate and assistant 
directors; administrative staff positions; and other positions in nonaca- 
demic institutions-e.g., OCLC, Inc.; the public school system; and 
libraries such as special, public, and governmental libraries. 
Men were significantly more likely than women to have entered 
their present positions with prior administrative experience (73 percent) 
while 52 percent of the women previously had not held such posts. 
Previous directorships were also held by more men than women. A 
study of appointees to directorships in four-year colleges and universi- 
ties from 1977 to 1979 showed a pattern of 70 percent of male directors 
having held prior administrative positions.“ 
To determine external and internal recruitment patterns on an 
institutional- and ARL-membership basis, information was gathered 
on the types of previous institutions worked in and on employment in 
ARL and non-ARL libraries. Among these administrators in 1980, 82 
percent had been employed in ARL institutions including or prior to 
their present positions-i.e., 81 percent of the men and 84percent of the 
women. Only 12 percent of ARL directors had come from non-ARL 
libraries, with the remaining 6 percent recruited from special, public, 
and governmental libraries and commercial or educational enterprises. 
Recruitment outside ARL membership was minimal. 
Although there were only minor differences in the types of previous 
institutions in which men and women had worked, their internal and 
external recruitment patterns were significantly different. Among all 
administrators, 49 percent had been hired internally for their present 
posts in 1980-45 percent of the men and 59 percent of the women. In 
addition, women were significantly more likely than men to have held 
all their administrative positions in ARL libraries-78 percent and 65 
percent, respectively. In Metz’s study of a group of academic libraries 
considerably smaller than most ARL libraries, 54 percent of the women 
and only 18 percent of the men had been internally recruited for direc- 
t o r s h i p ~ . ~ ~Metz observed that being an internal successor and a woman 
did not constitute a particularly positive combination for assuming a 
directorship (70 percent of his directors were male).43 
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When women have achieved leadership positions in institutions, 
career paths usually have originated internally. This pattern has also 
been documented among women who have been college presidents, 
administrators in a sample of four-year colleges and universities, and 
corporate executive^.^^ Although there has been a substantial increase in 
filling higher education administrative vacancies through external 
recruitment in the 1 9 7 0 ~ , ~ ~  women still have faced a pattern of internal 
appointment. 
In research on successor type and organizational change in the 
corporate sector, internal successors exhibited less interest in organiza- 
tional change than those recruited externally. External successors were 
identified as having a “tremendous impact” on “organizational innova- 
tion and change.”46 Given the fact that women have not been expected 
to perform managerial roles as competently as men and that their sex 
per se has been perceived as unacceptable or threatening, i t  is not 
surprising that they have been recruited when they are familiar organi- 
zational members. If organizational disruption is to occur, then men 
seem to represent less threatening harbingers of change than an 
unknown woman recruited from without. 
With increasing numbers of women assuming administrative posi- 
tions, empirical data has been gathered to dispel many of the myths 
which have been associated with women as manager^.^' The key ele- 
ment in the mythology of working with women has been having the 
actual experience. Whether women have been admitted internally or 
externally, once they have arrived, they have performed similarly to or 
without significant differences than men.@ As women in academic 
libraries create a critical mass in executive suites-thereby voiding their 
status as anomalies-organizations should become as accessible to them 
externally as they have been internally. 
As men in this study have worked for more mean years (13.3) in 
administration than women (6.4),it is not surprising that they havealso 
held more administrative posts. Almost twice as many of the men (43 
percent) and 22 percent of the women have held three or more adminis- 
trative positions. While 67 percent of the men worked ten years or longer 
in administration, 80 percent of the women worked from one to nine 
years. Men averaged more than two positions, and women, fewer than 
two. In the future, if women continue to increase their representation 
among administrators, these differences should diminish. 
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Role Models and Mentors 
What do role models and mentors have in common? According to a 
recent Hamard Business Review article, the “dearth of internal role 
models for women” reinforces the importance of mentorship for them 
in organizations. 49 Mentors can enchance an individual’s occupational 
vision as well as options. Where women primarily have had access to 
traditional models of female achievement, their occupational vision has 
tended to be myopic. O’Leary provided the following explanation of the 
significance of role models: “The essential quality of the role model is 
that he (or she) possesses skills and displays techniques which the actor 
lacks (or thinks she lacks) and from which, by observation and compari- 
son with his or her own performance, the actor can learn. Hence, in 
order for achievement to occur, the actor needs a role model to emu-
late.”50 O’Leary further contends that the absence of same-sex manage- 
rial role models for women was a barrier to their occupational 
aspirations .51 
Same-sex role models have not existed for women and the utility of 
mentors may be even more critical for them than for men. Although 
men who succeed often do so with the support of mentors, several 
studies have shown that women who achieve executive careers may be 
even more likely to have had mentors than men.52 While role models 
may range from parents to occupational superstars, mentors usually 
represent a “higher-level manager” who advises, supports, provides 
organizational contacts, and informally trains an individual aspiring to 
a management position.53 Direct or personal access to a role model is not 
necessary; however, the relationship with a mentor may be paternalistic 
to the extent that father-son relationships often preclude women’s 
access to mentoring relationships commonly assumed by male mentors 
for male p r ~ t k g i t s . ~ ~  
Emphasis on same-sex role models has also been related to the fact 
that women, more commonly than men, have had to face career and 
family conflicts.55 For women to achieve in traditionally male manage- 
rial careers, they need same-sex role models and mentors who have 
managed to handle family as well as career demands. 
Role Models 
Role models are defined as one or more individuals who occupy 
positions in the family, educational setting, workplace, or peer group 
who serve to guide and/or influence by example another person’s 
personal, educational, or career aspirations. In this study, role models 
include parents, spouses, and same-sex predecessors of positions held in 
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1980.As noted in the “Family Background” section, women were signif- 
icantly more likely than men to have had fathers who provided manage- 
rial role models and to have had mothers who provided educational role 
models for college-level achievement. When mothers do not work out- 
side the home, the fathers’ occupations may rovide the dominant 
career model for achievement among women. 5BMoreover, women in 
this study were more likely than men to have had spouses who were in 
managerial and professional occupational groups-96 percent and 54 
percent, respectively. 
Rather than focusing on the possible influence of one role model or 
of one type of role model, recent research has stressed that: “It is 
important to think of role models in the plural, of multiple rolemodels 
illustrating ranges of options and solutions available to women profes- 
sional~.”~’In this study, women’s fathers and spouses provided strong 
occupational role models and their mothers provided exceptionally 
strong models for college achievement. 
If the hypothesis is accepted that women do need same-sex manage- 
rial role models, did the women in this study exhibit a tendency to hold 
positions which had been previously occupied by women more than 
men? Such a tendency must be considered in light of the paucity of 
female managerial role models in academic library administration. 
Those same-sex role models which have existed for women have been 
concentrated at the middle-management level in most libraries. Given 
the male domination of the executive suite, it was to be expected that 
both men and women had male predecessors in their positions-57 
percent and 50 percent, respectively. However, women were more than 
twice as likely as men to have had female predecessors-27 percent and 
12 percent, respectively. Men also were more likely than women to have 
occupied positions which had been reclassified or which did not pre- 
viously exist and for which there was no immediate predecessor-31 
percent and 23 percent, respectively. 
Thus, when female administrators were allowed to enter executive 
suites, they often conformed to the following model: they were usually 
recruited internally; they frequently held positions that had been pre- 
viously occupied by women; and they were more likely than men to 
enter well-established posts in the library. The unknown female entity 
was handled in as low-risk a manner as was possible. Notwithstanding 
the pressures of affirmative action, these sex-role innovators had to 
conform to a number of recruitment limitations that did not seem to 
affect male careers. 
The pattern of same-sex predecessors for women administrators 
seems to be continuing. For women who entered administration at the 
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assistant director’s level, they were significantly more likely than men to 
be filling positions previously occupied by women than by men. While 
38 percent of both men and women had had male predecessors, 13 
percent of the men and 32 percent of the women had had female 
predecessors. Among the male administrators, 49 percent entered posi- 
tions that had been reclassified or that did not previously exist, while 
only 20 percent of the women entered posts without an immediate 
predecessor. At the assistant director’s level, a significant number of 
women had been female managerial role models. 
A combination of factors may have been contributing t o  this pat- 
tern. First, when women have seen other women succeeding in certain 
types of positions, they may have been more likely to visualize them- 
selves in similar roles than when their sole exposure has been to men 
performing such roles. Second, as women have succeeded administra- 
tively, they have shown that it is both possible for women to be adminis- 
trators per se and to be competent administrators. While i t  has been 
assumed that men could perform administrative functions, women have 
not been allowed either the luxury of attempting these functions except 
by the duress of affirmative action. So few women had occupied admin- 
istrative posts to the middle of the 1970s that whether or not women 
could succeed was a moot point-there was very little evidence pro or 
con. 
Mentors 
Mentors include individuals in managerial positions who advise 
and support those aspiring to managerial careers or those wishing to 
advance an administrative career that already has been initiated. For this 
discussion, mentors will be limited to those indidivuals who influenced 
a person’s decision to enter a career in library administration.58 Among 
all administrators, 43 percent had identified library administrators as 
influencing this decision-39 percent of the men and 50.5percent of the 
women-however, these differences were not statistically significant. 
Other individuals who were likely to provide such support were spouses 
and library school professors. Generally, spouses were more likely to 
influence women’s decisions and library school professors tended to 
influence the men. Astin’s research on career-oriented women sup- 
ported the hypothesis that such women “appear to have been supported 
or encouraged by a significant man-for example, father, brother, boy-
friend, or teacher....”6g While the survey findings do not necessarily 
reinforce only women’s requirements for mentoring, they do reflect the 
general importance of this concept for career development-a perspec-
LIBRARY TRENDS 248 
Academic Library Administrators 
tive echoed by the evidence of the significance of mentoring in numer- 
ous studies.60 
Mentoring also has been associated with the Academic Library 
Management Intern Program, established by the Council on Library 
Resources in 1973.6' This program has allowed over thirty librarians an 
opportunity to work closely for an academic year with an ARL director 
and his or her top executive staff in order to develop administrative 
skills and expertise. Of this group, about 63 percent have been women, 
and among all participants, about 43 percent have become library 
administrators.62 Not only have these individuals been offered valuable 
mentoring relationships but they have also advanced in the world of 
professional networking. 
Another program which has positive implications for women for 
management is the Career Development and Assessment Center for 
Librarians (CDACL) established in 1979 and cosponsored by the Uni- 
versity of Washington School of Librarianship and the Washington 
State Library.63 Originally initiated for women, CDACL was expanded 
during its third year to include male librarians. Like the CLRprogram, 
the CDACL project has provided women with unique opportunities to 
develop their career potential-particularly their administrative skills. 
When individuals come together in such programs, they begin to form 
their own networks among upwardly aspiring colleagues as well as 
infiltrating networks that have potential mentors. Several valuable 
guides have been prepared for women desiring to use mentoring and 
networking, and the most useful to date for academic women is the 
report prepared by the Project on the Status and Education of Women of 
the Association of American Colleges.64 
Career Achievement 
When women have excelled in their careers, has such achievement 
been complemented by similar excellence in their professional activi- 
ties? Although women have an early record of participation in the 
American Library Association (ALA), their involvement has tended to 
be in less prestigious positions than those occupied by men.% The 1980 
COSWL study documented the persistence of this pattern. Among ALA 
members, twice as many men as women have been elected or appointed 
to offices or committee chairs.8s Complementing their record of higher 
organizational involvement, men also have maintained consistently 
higher publication rates than ~ o m e n . ~ '  Whether men and women at 
similar career levels also wilI exhibit similar patterns of professional 
activity and publication levels will be addressed in this section. 
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ProfessionaI Act iuit ies 
Professional activities include offices and appointments in library 
and other professional and scholarly associations at the national, state, 
and regional levels. Four categories of activities were measured for 
association affiliations: (1) elected offices, (2) appointments to posi- 
tions, (3) committee memberships, and (4) program or session chair- 
manships. A majority of administrators had not held elected offices in 
national associations-61 percent, including 63 percent of the men and 
56 percent of the women. Of the administrators, 65 percent had not had 
national association appointments-63 percent of the men and 70 per- 
cent of the women. Committee involvement represented higher levels of 
commitment than offices or appointments with 65 percent of the men 
and 62 percent of the women reporting such memberships. A majority 
of administrators-57 percent-had not chaired programs or sessions 
held at national association meetings. Of the men, 44 percent had 
chaired one or more programs, and of the women, 40 percent. 
None of these differences were statistically significant. Compara- 
tively, this group of female administrators have far more in common 
with their male colleagues than with women at large in ALA. In the 
COSWL study, 68 percent of the men and 85 percent of the women had 
not been elected or appointed to a national position.68 
State or regional association activities also reflected no statistical 
differences by sex. Among administrators, 49 percent had held one or 
more elected offices in state or regional associations with nearly identi- 
cal percentages of men and women represented. A majority of 
administrators-65 percent-had not held appointed positions in state 
associations. Of the men, 39 percent had held one or more appointed 
positions and of the women, 27 percent. 
Although there was a marked difference by sex in appointments it 
was not statistically significant. Among these administrators, 55 percent 
had served on committees in state associations. Both sexes averaged 
service on about four committees. These administrators' state- or 
regional-level professional activities were more similar to the COSWL 
results than were the administrators' national-level professional activi- 
ties. Among ALA members, 55 percent of the men and 39 percent of the 
women indicated that they had been elected or appointed to state or 
regional position^.'^ State or regional committee memberships tended 
to be held by more of the ALAKOSWL population than by those in this 
study. For example, committee memberships were held by 57 percent of 
the male and 52 percent of the female administrators and the figures, 
respectively, for ALA members were 72 percent and 61 percent." 
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A majority (51 percent) of all administrators had chaired programs 
in state or regional associations-49.5 percent of the men and 54 percent 
of the women. On the average, they chaired from two to three programs, 
which was similar to their activity in this category on the national level. 
None of these levels of state or regional association participation by sex 
were statistically significant. 
In addition to the activities systematically recorded by this group, a 
number of administrators indicated that professional associations were 
not the only type of organization demanding and receiving their 
attention-e.g., they also mentioned committee chairs and appoint- 
ments in regional or national library networks, in international organi- 
zations, and in national and municipal councils. 
Publications 
For the purposes of the study, Publications were defined as author- 
ship of books, articles, and book reviews. Among all administrators, 
14.5 percent had published one or more books from 1975 to 1980-i.e., 
17.5percent of the men and 7 percent of the women. (The mean number 
of books published by sex was not statistically significant.) Compara- 
tively, 17 percent of the men and five percent of the women in the ALA 
sample population had published books-figures which are surpris- 
ingly similar to those for ARL administrator^.^^ A majority of adminis-
trators had published one or more articles from 1975 to 1980-57.5 
percent of the men and 44 percent of the women. Based upon the mean 
number published by sex, men (a=1.04) were significantly more likely 
than women (a= 0.67) to have published articles. 
Compared with the COSWL findings, this group of male adminis- 
trators have published about as often as their colleagues in the ALA 
sample population-57.5 percent and 52.5 percent,72 respectively. How- 
ever, female administrators were considerably more likely to have pub- 
lished papers than women in the ALA sample-44 percent and 25 
percent,73 respectively. Approximately one-third of all administrators 
have published book reviews but men were significantly more likely 
than women to have engaged in this activity-39 percent and 24 percent, 
respectively. Similar percentages of men and women in the COSWL 
study had also published book reviews-36 percent and 19 percent, 
respectively.74 
Although significant differences were found in the publication 
rates of articles and book reviews by sex, none of the other areas of 
publication activity studied exhibited such differences-e.g., books, 
book chapters, and book and periodical editorship^.^^ Overall this 
group revealed considerably greater publication rates than academic 
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librarians in general. Among a sample of ACRL (Association of College 
and Research Libraries) librarians, 44 percent of the male and 27 percent 
of the female librarians had published one or more articles since the 
beginning of their career^.'^ In the 1980 ARL study, 57.5 percent of men 
and 44 percent of women had published periodical articles in a five-year 
period. The comparative figures cited here indicate that as women 
assume roles primarily associated with men in academic libraries, 
women also exhibit other characteristics such as involvement in associa- 
tion and publishing activities to a similar degree as their male 
colleagues. 
Summary 
The women who assumed administrative positions in ARL librar- 
ies during the 1970s were pioneers in a female-intensive profession. 
Affirmative action opened the doors to male-dominated executive suites 
and women entered. These were not the older women who finally made 
it because they had been around long enough to prove themselves, to 
have been acting directors, and to show that they would not fall apart 
under administrative pressures. These women were not overachievers 
who spent day and night amassing degrees, association offices, and 
publications. These women did not have to work in more libraries than 
men to prove their mobility, merely the same number. They were 
exceptional, not so much because of their differences but because they 
could display many of the same characteristics as their male colleagues 
and still succeed. 
Research, as reflected by this study, provides men and women with 
information about the preparation required for administrative careers 
as well as the changing picture of such requirements over time. 
Although some demographic characteristics are beyond the control of 
the individual (e.g., educational and occupational backgrounds of par-
ents), women should still realize that there appear to be career and 
family tradeoffs that they may need to make that may not be necessary 
for their male colleagues. When these women embarked upon careers, 
they were significantly more likely than men to have done so without a 
spouse or family support system. Their family backgrounds, however, 
revealed a strong pattern of managerial role models among women’s 
fathers and of educational achievement among women’s mothers. In 
addition, these women had spouses with professional careers which 
either might imply that, as achievement-oriented women, they were 
likely to marry men with similar career ambitions, or that women who 
are career-oriented may find i t  helpful to have spouses who empathize 
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with their career interests. Certainly marital status can be controlled by 
the individual. For women making career decisions regarding executive 
positions, the prognosis is rather discouraging for combining family 
and career lives. With the trend toward fewer children and two-career 
couples, however, future studies may reveal a more propitious pattern 
for women who seek to combine family and career roles. 
Among the characteristics that have implications for women and 
men aspiring to administrative careers were educational preparation 
and publications. Confirming previous research in librarianship, these 
men were significantly more likely than women to have subject master's 
in addition to their library degrees. Additional master's degrees con- 
tinue to be a plus for individuals seeking administrative careers." 
Academic credentials and publication activities are generally recog- 
nized as highly desirable accouterments of success in higher education. 
Men possessed such characteristics to a greater degree than did women. 
In particular, publishing affords substantial opportunities to become 
known among one's colleagues and to demonstrate affinity for research 
endeavors. 
The majority of both sexes had contributed to the academic world 
of publish or perish; however, this study did not prove that one must 
publish to be an administrator-only that it represents one approach to 
career enhancement and visibility. Such enhancement was also appar- 
ent in the equally aggressive record of male and female participation in 
professional associations. Collegial networks are a natural component 
of association life as well as of career development and should not be 
overlooked by aspiring library managers. 
If the trends of the 1970s continue through the 1980s, then intraoc- 
cupational sex segregation within librarianship should diminish. Dur- 
ing any given year, however, only a limited number of positions become 
available, and even if each were filled by a qualified woman, another 
decade might pass before equity is achieved. Filling positions merely to 
achieve equity would not necessarily be a desirable solution towomen's 
proportional representation among administrators. U1 timately, the real 
objective is to identify the most competent and well-qualified individ- 
ual within the pool of candidates for each position. The women are in 
the labor pool. 
Women need to be alerted to the fact that they too have an obliga- 
tion to become part of the applicant pool for administrative openings in 
academic research libraries if equity is to be achieved. Surely a group in 
which women represent 64 percent of the population should include 
substantial numbers of aspiring women administrators. Being female 
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should no longer be perceived as an insurmountable barrier to ARL 
executive suites. 
Editor’s Note: This article is based upon the author’s book:Sex Segrega- 
tion in Librarianship. Demographic and Career Patterns ofAcademic 
Library Administrators. Westport, Conn.: Greenwood Press, 1985. 
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A Comparative Study of the Career Development 
Patterns of Male and Female Library 
Administrators in Large Public Libraries 
JOY M. GREINER 
ACCORDINGTO THE 1980 occupational census figures, the profession of 
librarianship is 81.4 percent female and 18.6percent male.'In a study by 
the standing Committee on the Status of Women in Librarianship 
(COSWL) conducted in 1979 of the American Library Association mem- 
bership, the statistics reported were 75.8 percent female and 24.1 percent 
male.2 
The service professions of social work, nursing, teaching, and 
librarianship have been identified as female professions. Certain char- 
acteristics common to these predominantly female fields are: (1) within 
the hierarchy of all occupations/professions, they are low in status, 
prestige, and income; (2) administrative positions are usually held by 
men; and (3) men earn more than women who are at equal levels of 
occupational/professional de~elopment.~ 
A report in 1981 of data on public libraries serving populations of 
100,000 or more cited the following trends:( 1) fewer female librarians are 
directors than in the past, (2) female directors generally receive lower 
salaries than male directors, and (3) libraries with female directors 
generate lower per capita support and compensation for beginners than 
do libraries with male directors. Males held approximately two-thirds of 
the directorships of the libraries surveyed, and the median salary for 
male directors was $34,505 and for female directors, $29,220-an overall 
differential of 18 percent in favor of men. The advantage in per capita 
support to male directors was shown to be 27 p e r ~ e n t . ~  
Joy M. Griener is Assistant Professor, School of Library Service, University of Southern 
Mississippi, Hattiesburg, Mississippi. 
FALL 1985 259 
JOY CREINER 
The nationwide study reported here was conducted to investigate 
the extent to which the sex of the individual is the controlling factor 
relating to salaries, career progression, and library support. The focus of 
the research was the comparison of the careers of male and female public 
library directors and consisted of two general areas of concern. One area 
involved the existing conditions in the profession relating to salaries 
and library support, and the other involved the career development 
process. Career development is defined as the steps in the advancement 
from the beginning of a professional career to achievement of the 
position of library director. 
The relationships of the variables of educational preparation, pro- 
fessional experience, and personal and family characteristics to the 
achievement of the position of library director were examined. Similari- 
ties and differences in the career patterns of male and female library 
administrators were defined. Library support levels were determined by 
the amounts of the total operating budgets, the sizes of the materials 
collections, the number of professionals employed in the libraries, and 
the beginning salaries for professionals. 
In the past ten years, studies have been reported of the career 
development of women in academic libraries (Judith S. Bra~nagel ,~  
Janice C. Fennell,6 and Barbara B. Moran’), but the career progression 
of women in public libraries has not been investigated. This compara- 
tive study of public library directors provides a basis for additional 
research relating to women in public librarianship. 
The precedent for the salary and position differentials regarding 
female library employees was documented in 1892.In a paper presented 
at the Fourteenth American Library Association Conference: The 
Woman’s Meeting, Mary S. Cutler stated that: “Women rarely receive 
the same pay for the same work as men.”’ 
The dualities in career structure for male and female librarians 
were identified by Alice I. Bryan in a report in 1952of a study of public 
librarians. She described an accelerated library career for men, who were 
the minority, and a career with considerably fewer options within lower 
limits for women, who were the m a j ~ r i t y . ~  
In 1971, Helen Lowenthal characterized the library profession hier- 
archy as one with recruitment for two different levels-men for the fewer 
positions at the top and women for the greater number of positions at 
the lower level.’’ 
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Methodology 
The survey method was used to conduct this comparative study of 
male and female public library directors. The mail questionnaire was 
the instrument for data collection. It was designed to obtain personal, 
educational, and professional data about the library director, and statis- 
tical data about the library or library system. Professional career and 
personal data were used in the examination of relationships between 
professional, educational, and personal variables in career achievement. 
Salary levels reflected career achievement. Library or library system data 
were used to determine the library support level. 
The population consisted of all of the directors of public library 
agencies serving populations of 100,000 or more in the continental 
United States. The American Library Directory" was consulted for 
identification of library agencies and directors serving the appropriate 
population categories. A public library or library system was defined as 
an agency performing direct service as a single unit, or as a city, county, 
or regional system. State library agencies and agencies serving as head- 
quarters of library cooperatives were excluded when it was possible to 
identify them. For the purposes of this study, 426 public library agencies 
were identified as appropriate. A part of the pretesting process involved 
three male and three female directors who were not included as partici- 
pants in the final data-gathering effort. The population consisted of 420 
directors, 256 (60.95 percent) males, 163 (38.81 percent) females and 1 
(.24 percent) director of unidentified gender. 
In May 1983 questionnaires were mailed to the business addresses of 
the directors of 420 public library agencies in forty-three states and 
Washington, D.C. None of the libraries in New Hampshire, North 
Dakota, South Dakota, Vermont, or Wyoming were identified as serving 
populations of 100,000 or more. 
Usable responses were received from 321 (76.43 percent) of the 
directors, 189 (45 percent) from males and 132 (31.43 percent) from 
females. These returns represented responses from 73.83 percent of the 
total male population and 80.98 percent of the total female population. 
The measurable data were analyzed using SAS (Statistical Analysis 
System) and were entered variable by variable for each individual. 
Comments from the directors in response to discussion questions relat- 
ing to administrative behavior and the factors which influenced pro- 
gression to the directorship were studied and grouped according to 
similarities. 
The chi-square test of statistical significance was used to determine 
ifa systematic relationship existed between the variables. This nonpara- 
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metric test was appropriate for the nominal and ordinal data collected. 
The level of significance was designated as .05. The variables were 
looked at independently or in groups of two or three at a time. First, the 
relationship between two variables was tested, and then a third variable 
was introduced, as in the case of the variables of sex and age with the 
third variable of salary being introduced. 
Major hypotheses were designed to investigate the associations of 
the sex of the director and the salary paid the director and of the sex of 
the director and the support level for the library he or she directed. In all 
cases annual salaries were divided into categories of $30,000or less and 
$30,001 or more. Directors were categorized initially according to sex 
and then into the primary areas of geographic regions and populations 
served. Reported salaries were grouped in the appropriate regions and 
according to the sizes of the populations served. The distribution of the 




Male 189 58.88 
Female 132 41.12 
Total 321 100.00 
Regional classifications of Northeast, North Central, South, and 
West were based on the 1980 Bureau of the Census designations." The 
Northeast included Connecticut, Maine, Massachussetts, New Jersey, 
New York, Pennsylvania, and Rhode Island. The North Central region 
consisted of Illinois, Indiana, Iowa, Kansas, Michigan, Minnesota, 
Missouri, Nebraska, Ohio, and Wisconsin. The South included Ala- 
bama, Arkansas, Delaware, Florida, Georgia, Kentucky, Louisiana, 
Maryland, Mississippi, North Carolina, Oklahoma, South Carolina, 
Tennessee, Texas, Virginia, West Virginia, and Washington, D.C. The 
states in the West were Arizona, California, Colorado, Idaho, Montana, 
Nevada, New Mexico, Oregon, Utah, and Washington. The distribu- 
tion of the directors and their salaries in the four regions is shown in 
table 2. 
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$30,001 or moreb 
Female 
Percentage Number Percentage 
15.92 9 10.59 
33.12 14 16.47 
32.49 26 30.59 
18.47 36 42.35 
100.00 85 100.00 
TABLE 2 
S L RIES AND REGIONS 
$30,000 or less' 
Region Total Male Female Male 
Number Percentage Number Percentage Number Percentage Number 
Northeast 46 14.42 7 23.33 5 10.64 25 

NorthCenarll 81 25.39 5 16.67 10 21.28 52 

South I24 38.87 18 60.00 29 61.70 51 

West 68 21.32 0 0.00 3 6.38 29 

Total 319 100.00 30 100.00 47 100.00 157 

Note: One male in the Northeast and one male in the South did not furnish salary information. 
' ( N  = 77, chi-square = 2.00, df = 2, p = 3679) 




Significant differences in the salaries of male and female directors 
were not found in any of the regions in the salary group of $30,000 or 
less. Neither were there significant differences in the salaries of male and 
female directors in the Northeast, North Central, or South in the salary 
group of $30,001 or more. However in the West, 42.35 percent of the 
female directors compared to 18.47 percent of the male directors 
reported yearly salaries in the higher category. When the 92.85 percent 
response rate for females compared to 65.91 percent for males in that 
region is considered and the thirty-six females and twenty-nine males 
who reported salaries of $30,001 or higher, it appears that a higher 
number of the female directors are in a region that has a high salary 
range and which had the highest female response rate. The lower salary 
category included three females and no males. 
The categories of populations served ranged from 100,000 to 1 
million and over and were adjusted by increments of 250,000. More than 
one-half of the directors were in libraries which served populations of 
100,000-250,000. Of the eighteen directors of libraries serving popula- 
tions of 1 million or more, eleven were male and seven were female. No 
significant association was found with the sex of the director and size of 
the population served. 
Salaries for males and females did not differ significantly in the 
assigned population categories when the salary divisions of $30,000 or 
less and $30,001 or more were used as the basis for comparison. There is 
a possibility that further discrimination at the higher salary levels of 
$30,000, $40,000, and $50,000 would indicate differences that were not 
identified in the broader categories. The distribution of the salaries for 
male and female directors in the appropriate population categories is 
shown in table 3. 
Personal and Family Data 
Significant differences were found between male and female direc- 
tors in personal and family data reported which related to age, marital 
status, presence of children, education, education of parents, and con- 
tinuing education activities. Female directors were older, nearly one- 
half were either single, divorced, widowed, or separated-compared to 
approximately one-eighth of the males-and they were less likely to be 
parents. Although they were more involved in continuing education 
activities, 88 percent of the female respondents compared to 70 percent 
of the males reported the master’s in library science as the highest degree 
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$30,001 or moreb 
Female 
Percent Number Percent 
50.96 42 49.41 
24.20 23 27.06 
12.74 10 11.76 
5.09 3 3.53 
7.01 7 8.24 
100.00 85 100.00 
TABLE 3 
SALARIESAND POPULATION 
$30,000 or less" 
Populations Total  Male Female Male 
Number Percent Number Percent Number Percent Number 
~ 
100,000 - 250,000 183 57.37 26 86.66 35 74.47 80 
250,001 - 500,000 73 22.88 2 6.67 10 21.28 38 
500,001 - 750,000 34 10.66 2 6.67 2 4.25 20 
750,001-1,000,Ooo 11 3.45 0 0.00 0 0.00 8 
1million or more 18 5.64 0 0.00 0 0.00 11 
Total 319 100.00 30 100.00 47 100.00 157 
Note: Two males in the 25,001 - 500,000 population category did not furnish salary information, 

*(N= 77, chi-square = 1.66, df = 2, p = .1976) 

b(N= 242, chi-square = 0.66, df = 4, p = ,9562) 
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earned. A significantly higher percentage of both parents of the female 
directors than of the male directors had completed education beyond the 
high school level. 
The representation of male directors peaks at thirty-five to forty- 
four years of age, while the female directors reach the highest level of 
representation at fifty-five to sixty-four years of age. Nine female direc- 
tors compared to three male directors were sixty-five years of age or over. 
The age distribution of the directors illustrates the difference in career 
development for males and females in the library profession. The age 
groupings for directors are shown in table 4. 
TABLE 4 
AGESOF DIRECTORS 
Total Male Female 
Years Number Percent Number Percent Number Percent 
25 - 34 21 6.59 12 6.42 9 6.82 
35 - 44 101 31.66 65 34.76 36 27.27 
45 - 54 98 30.72 60 32.09 38 28.79 
55 - 64 87 27.27 47 25.13 40 30.30 
65 and over 12 3.76 3 1.60 9 6.82 
Total 319 100.00 187 100.00 132 100.00 
Note: Two males did not report ages. 
( N  = 319, chi-square = 5.81, df= 1 ,  p = .0159) 
A subject-area master’s degree in addition to the master’s in library 
science was reported by only fourteen female directors compared to fifty 
of the male directors. One of the female directors and eight of the male 
directors listed a master’s degree in public administration, and one 
female and four males indicated that they had completed a master’s 
degree in business administration. None of the female directors reported 
an earned doctorate, although some reported that they were working on 
this degree. Nine of the male directors reported five earned doctorates in 
a subject area, three in library and information science, and one a law 
degree. Either by choice or because of other priorities, women have been 
less likely than men to acquire advanced degrees in a subject area or in 
public administration or business administration in addition to the 
library science master’s. Women’s greater involvement in continuing 
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education is an indication that they are attempting to augment their 
education after they join the profession. 
Similarities in personal and family data for the male and female 
respondents were in the areas of participation in professional organiza- 
tions and in attendance at professional workshops. Over 90 percent of 
both male and female directors reported attendance at professional 
workshops. Membership in the American Library Association was 
reported by 88 percent of the males and 93 percent of the females; in a 
regional organization, membership was reported by 48 percent of the 
males and 53 percent of the females; and in a state organization by 92 
percent of the males and 95 percent of the females. 
Professiona1 Data 
Analysis of the professional data reported revealed significant dif- 
ferences between male and female directors in the areas of aspirations for 
an administrative career, the number and sexes of mentors, the number 
and reasons for career interruptions, the number of library employers, 
the level of the position immediately prior to the present position, and 
the ages of the directors when they achieved their present positions. 
Female directors were not as likely as male directors to have wanted 
to become administrators at the time they began their professional 
careers. Of the females, 36.15 percent compared to 77.04 percent of the 
males reported that they initially aspired to be administrators. 
Although more than one-half of the men and women directors 
perceived mentors to have been important to their career advancement, 
twice the percentage (29.52) of males as the percentage (14.63) of females 
reported more than one mentor. Males were more likely than females to 
have had both male and female mentors. 
Of the total number of directors, 20.56 percent reported leaves from 
the library profession of six months or more. Nearly twice as many 
females as males reported interruptions to their professional careers- 
forty-two females (31.82 percent) compared to twenty-four males (12.70 
percent). Career-related reasons represented 92 percent of the leaves 
reported by males and 28.36 percent of the leaves reported by females. 
Family-related reasons accounted for 71.64 percent of the leaves reported 
by female directors and only 8 percent of those reported by male 
directors. 
Women reported fewer library employers than men. Female direc- 
tors were more likely to have remained in one library throughout their 
professional careers, Of the thirty-four directors who reported only one 
library employer, twenty-two (64.71 percent) were females and twelve 
(35.59percent) were males. Of the female directors, 40.91 percent com- 
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pared to 16.67 percent of the male directors had been in only one library 
for ten or more years. It appears that men are more likely to be hired 
from outside the institution for higher-level positions while women 
often advance through internal promotions in one organization. 
Male directors predominated at a higher level of administration 
(director, associate director, or assistant director) in the positions imme- 
diately prior to their present ones. This administrative category 
included 123 (65.08 percent) of the males compared to 58 (43.94 percent) 
of the females. Approximately two-thirds of the men and less than 
one-half of the women had progressed to a high management level 
before assuming their present positions. 
The pattern of a more rapidly progressing library career for men 
than for women is further validated by the ages of the respondents at the 
time they achieved their present directorships. The males were signifi- 
cantly younger than the females; 144 (76.19 percent) of the males and 80 
(60.61 percent) of the females were forty-four years of age or younger. 
Conversely, forty-five (23.81 percent) of the males compared to fifty-two 
(39.40 percent) of the females were forty-five years of age or older. 
Significant differences were not evident at the onset of the careers of 
the respondents. Over 90 percent of the directors began their careers in 
the library field and of those 310 individuals, 233 reported their first jobs 
were in public libraries. Public librarianship accounted for 148 (79.57 
percent) of the males who began their professional careers in libraries 
and 85 (68.55 percent) of the females. Over one-half of both men and 
women identified public services as the first area of employment in a 
library. A slightly higher percentage of the females than of the males 
cited administration as the entry-level position; thirty-six (29.03 per- 
cent) of the females and fifty-two (27.42 percent) of the males. Over 
one-half of both males and females reported tenures of from one to three 
years in the first jobs. 
Statistical differences at the .05level were not revealed in the tenure 
and salaries in the positions immediately prior to the present positions, 
in tenure in the present positions, or in total years of library experience. 
Tenure of six years or less in the positions immediately prior to the 
present ones were reported by 80.74 percent of the male directors and 
74.22 percent of the females. Salaries did not reflect the higher levels of 
administration reported by the males. Possibly, men came to their 
present positions from administrative positions in smaller organiza- 
tions. This career strategy was identified by a number of male 
respondents. 
How great are the opportunities for the person second in authority 
to advance to the directorship, considering the tenure of the present 
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directors? Reporting tenure of ten or more years in the present position 
were 103 directors-67 men and 36 women. This represents 35.45 per- 
cent of the males and 27.27 percent of the females. Ninety-six of the 
females (72.73 percent) compared to 122 (64.54 percent) of the males 
reported tenure of less than ten years. Reporting tenure of three years or 
less were forty-six (34.85 percent) of the females and forty-one (21.69 
percent) of the males. Based on the 1983 date of the survey, nearly 
three-fourths of the female directors achieved their present positions 
since 1973 and over one-third became directors during the present 
decade, which may indicate a positive trend for women aspiring to be 
library administrators. 
Male and female directors reported similar total years of library 
experience. The sum of professional experience of twenty-one years or 
more was reported by 45.99 percent of the males and 43.94 percent of the 
females. Women with relatively the same number of years of experience 
as men tended to be older than the men. The age difference could be 
explained by two factors: women tend to begin their careers later than 
men-due to family responsibilities-and women may have a higher 
incidence of career interruptions than men. 
Major and Subordinate Hypotheses 
The difference in the overall percentages of male and female direc- 
tors was the fact inasmuch as that 61 percent of the 420 directors 
identified for the study were male and 39 percent were female. Usable 
returns came from 58.88 percent males and 41.12 percent females. Com- 
parisons were made of the percentages of each sex: female respondents to 
the total number of females and male respondents to the total number of 
males. Then the percentages of the females and of the males were tested 
for significant differences. 
The major hypotheses concerned comparative salary levels for male 
and female directors and the support levels for the libraries they direct. 
Research hypotheses-predicting significant differences-were sup-
ported by the data in both cases. 
The distribution of the yearly salaries of the directors is shown in 
table 5. Males predominated in the salary category of $30,001 and 
higher. More than twice the percentage of the female directors than of 
the male directors reported salaries of $30,00Oor less; 35.60 percent of the 
females and 16.03 percent of the males. Salaries of more than $50,000 
were reported by thirty-five males compared to fourteen females. 
Subordinate research hypotheses on the comparison of the salaries 
of the male and female directors predicted that males would be paid 











































SALARIESOF THE DIRECTORS 
Yearly salaries Total Male 
Number Percentage Number Percentages' Number 
Less than $2O,OOO 10 3.14 3 1.60 (30.00) 7 

$20,000 - 25,000 20 6.27 9 4.81 (45.00) 11 

25,001 - 30,000 47 14.73 18 9.62 (38.30) 29 

Total 77 24.14 30 16.03 (38.96) 47 

$30,001 - 35,000 65 20.38 37 19.79 (56.92) 28 

35,001 - 40,000 41 12.85 31 16.58 (75.61) 10 

40,001 - 45,000 53 16.61 33 17.65 (62.26) 20 

45,001 - 50,000 34 10.66 21 11.23 (61.76) 13 

More than 50,000 49 15.36 35 18.72 (71.43) 14 

Total 242 75.86 157 83.97 (64.88) 85 






Note: Two males did not report salaries. 

'Percentages in parentheses relate to categories of salaries and are read horizontally. 





Career Patterns of Male and Female Administrators 
higher salaries regardless of age, marital status, total years of experience, 
education, number of career interruptions, or initial aspirations for 
library administration. Data supported the predictions of higher salary 
levels for male directors who were the same age or younger than female 
directors, for married and formerly married male directors, male direc- 
tors with the same or fewer years of library experience, male directors 
with the master’s degree in library science as the only graduate degree, 
male directors regardless of the number of career interruptions, and 
male directors whether or not they initially aspired to be administrators. 
Predictions relating to salaries which were unsupported by the data 
were the single marital status and having a subject-master’s degree in 
addition to the master’s degree in library science. In these categories, 
men and women were paid comparable salaries. 
There was not a significant difference in the salaries of the 156 
males and 85 females in the age groups of under forty-five years or of 
forty-five years and over for those directors who reported yearly salaries 
of $30,001 or above. However, older females predominated in the lower 
salary category. More than three times as many females as males (thirty- 
two to ten) in the age group of forty-five years and over reported annual 
salaries of $30,000 or less. Of the females, 68.09 percent, compared to 
34.48 percent of the males, were identified in the higher age and lower 
salary categories. 
Analysis of the data relating to salaries and marital status indicates 
that marriage is compatible with a successful career for men, but for 
women a successful career often precludes marriage. Of the males, 161 
(87.03percent) were married and 133 (83.1 1 percent) reported salaries at 
the higher level. Of the sixty-nine (52.67 percent) married females, 
forty-five (65.22 percent) were in the high salary group. A significantly 
higher percentage of married males than of married females are paid 
salaries of $30,001 or higher. Twice the percentage of married females as 
of married males are paid salaries of $30,000 or less-34.78 percent of the 
females compared to 16.89 percent of the males. 
Directors who identified the formerly married category accounted 
for thirty-two females and seventeen males. Women significantly pre- 
dominated at the lower salary level in this category. Significant differ- 
ences were not found in the salaries for single male and female directors. 
This category included thirty females and seven males. Of the seven 
males, six reported salaries of $30,000or more and of the thirty females, 
twenty-two reported salaries in the higher category. 
Although a significant difference was not found in the total years of 
professional experience of men and women directors, over half (59.57 
percent) of the females in the lower salary category reported more than 
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fifteen years’ experience. Among males in the lower salary category with 
experience of more than fifteen years, only 23.33 percent of the men are 
accounted for, and the salary disparity between the sexes in the lower 
salary category is evident. 
The distribution of salaries for males and females who reported the 
master’s degree in library science as the highest professional degree is 
shown in table 6. The pattern of male directors predominating in the 
higher group and females in the lower continued. This educational 
level wasreported by219of thedirectors-117of themalesand 102of the 
females. Of the males, ninety-three were in the higher salary category 
compared to sixty-five of the females-i.e., 80.87 percent of the males 
and 63.73 percent of the females. 
Although a significantly higher percentage of males than females 
reported a subject-master’s degree in addition to the master’s in library 
science, there was not a significant difference in the salaries of the male 
and female directors who reported these additional degrees. As is shown 
in the display of the data in table 7, the higher salary category consisted 
of forty-two (84 percent) of the fifty males and eleven (78.57 percent) of 
the fourteen females. This indication of equitable salaries when the 
educational preparation is more comprehensive warrants further con- 
sideration in the profession. 
Although a significantly higher percentage of females than of 
males took leaves of six months or more from the profession, a signifi- 
cantly higher percentage of those females were not as a consequence in 
the lower salary group. In fact, the percentage of females who reported 
leaves were significantly higher than the percentage of males in the 
$30,001 and over salary category. The salaries of the directors were not 
significantly affected by leaves from the profession. A description of the 
distribution of salaries for males and females related to the incidence of 
career interruptions is shown in table 8. 
The findings in this study are similar to Braunagel’s regarding 
career interruptions of academic librarians. Braunagel concluded that 
the higher incidence of leaves reported by women did not affect their 
salaries or position attainment and that there was some indication that 
the leaves positively affected their salary progre~sion.’~ 
Results showed that males were more likely than females to want to 
be administrators from the beginning of their careers. Of the forty-seven 
females who wanted to be administrators, seventeen (36.17 percent) were 
paid $30,000 or less, and of the eighty-three who did not want to be 
administrators, twenty-nine (34.94 percent) were in the same salary 
category. Males predominated in the higher salary category regardless of 
initial aspirations for administration. 
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Less than $2O,OOO 
$20,000 - 25,000 
25,001 - 30,000 
Subtotal 
$30,001 - 35,000 
35,001 - 40,000 
40,001 - 45,000 
45,001 - 50,000 





































































'Percentages in parentheses relate to categories of salaries and are read horizontally. 
(N= 217, chi-square = 8.03, dj  = 1, p = 0.0046) 
Female Total 






1 7.14 100.00 
2 14.29 100.00 0 
E 0 0.00 100.00 
3 21 43 100.00 
1 7.14 100.00 ga 
1 7.14 100.00 
5 35.71 100.00 
2 14.29 100.00 
2 14.29 100.00 
11 78.57 100.00 
14 100.00 100.00 
TABLE 7 
SALARIESWITH THE MLS AND A SUBJECT-MASTER'S DEGREE 
Total Male 
Number Percentagese Number Percentages' 
Less than $20,000 3 4.69 (66.67) 2 4.00 (33.33) 
20,001 - 25,000 
25,001 - 30,000 
Subtotal 
30,001 - 35,000 
35,001 - 40,000 
40,001 - 45,000 

































































"Percentages in parentheses relate to categories of salaries and are read horizontally 
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SALARIES INTERRUPTIONSAND CAREER 
$30,001 or moreb$30,00 or less' 
Male Female Total  Male 
NO. Percentage NO. Percentage NO. Percentage NO. Percentage NO. 
Took leaves 2 6.67 11 23.40 13 16.88 22 14.01 
Did not 
take leaves 28 93.33 36 76.60 64 83.12 135 85.99 
Total 30 100.00 47 100.00 77 100.00 157 100.00 
*(N= 77, chi-square = 3.66, df = 1, p = 0.056) 
b(N= 242, chi-square = 16.26, df = 1, p = .00006) 
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Predictions in the research hypotheses were fulfilled regarding 
support levels, larger total operating budgets, the employment of a 
higher number of library professionals, and a higher entry-level salary 
for professionals. When the total operating budget categories were 
combined into two groups with amounts of $1 million or less and of 
$1,000,001 or more, i t  was shown that forty-two (31.82 percent) of the 
female directors and forty (21.17 percent) of the male directors adminis- 
ter libraries in the lower budget category. Administering libraries with 
total operating budgets of $1,000,001 or more were 149 (78.84percent) of 
the males compared to 90 (68.18 percent) of the females. A significantly 
higher percentage of females direct libraries with budgets in the lower 
category. The distribution of budget amounts of the male and female 
directors is shown in table 9. 
Categories relating to the number of professionals employed by the 
library agencies ranged from 25 or under to over 200. A significantly 
higher percentage of the females than of the males directed libraries that 
employed twenty-five or fewer professionals; 71.75 percent of the 
females compared to 59.57 percent of the males. Conversely, 28.24 
percent of the female directors compared to 40.42 percent of the male 
directors reported twenty-six or more professionals employed in their 
libraries. 
The prediction of higher entry-level salaries for professionals in 
libraries directed by males was supported, although it was not possible 
to identify a definite pattern. A higher percentage of males reported 
entry-level salaries above $14,000 with the exception of the $16,001- 
18,000 range which included 28.46 percent of the female directors and 
18.28percent of the male directors. Of the 186 males who responded to 
this question, 30 reported entry-level salaries higher than $18,000 com- 
pared to 7 of the 130 females who responded. 
The size of the materials budget was the only area which did not 
conform to the profile of an institution directed by a woman with lower 
financial support, necessitating fewer professional librarians and a 
lower entry-level salary for professionals. The possibility that when 
funds are limited, female directors are more likely to assign priority to 
materials over personnel is a type of administrative behavior for consid- 
eration. The distribution of the sizes of the materials collections in 
male- and female-directed libraries is shown in table 10. 
Discussion questions included in the study were designed to inves-
tigate the administrative styles of the directors, as well as their percep- 
tions of assistance and obstacles to their career advancement. In 
response to a question askin to cite the differences in the previous 
administrations and their the majority of the directors 
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Budgets Total  Male 
Number Percentage Number Percentages" Number 
Less than 500,000 34 10.59 16 8.47 (47.06) 18 
$500,001-1,o00,o0o 48 14.95 24 12.70 (50.00) 24 
Total 82 25.54 40 21.17 (48.78) 42 
$l,000,00l-3,000,000 140 43.61 86 45.50 (61.43) 54 
3,000,00l-6,000,000 56 17.44 36 19.04 (64.29) 20 
6,000,001-9,000,000 12 3.74 5 2.65 (41.67) 7 
9,000,001-12,000,000 11 3.43 8 4.23 (72.73) 3 
12m,m1-m,000,000 12 3.74 10 5.29 (83.33) 2 
20,000,001-30,000,CQO 4 1.25 3 1.59 (75.00) 1 
Mare than wa4m 4 1.25 1 0.53 (25.00) 3 
Total 239 74.46 149 78.83 (62.34) 90 
Total 321 100.00 189 100.00 (58.88) 132 
"Percentages in parentheses relate to categories of budgets and are read horizontally. 

(N = 321, chi-square = 4.6383, d j  = 1, p = ,0313) 


































Collections Tota l  Male 
Number Percentage Number Percentages" Number 
Less than 100,000 14 4.39 6 3.21 (42.86) 8 
l00,ObO - 500,000 195 61.13 113 60.43 (5 7.95) 82 
500,001-1,000,000 56 17.55 35 18.72 (62.50) 21 
I,OOO,00l- 3,000,000 38 11.91 26 13.91 (68.42) 12 
3,OOO,001-5,000,000 9 2.82 4 2.14 (44.44) 5 
5,000,001-7,000,000 3 0.94 1 0.53 (33.33) 2 
7,OOO,OO1-9,000,000 2 0.63 1 0.53 (50.00) 1 
M m  than9,ooO,OOO 2 0.63 1 0.53 (50.00) 1 
Total 319 100.00 187 100.00 (58.62) 132 
'Percentages in parentheses relate to categories of sizes of collections and are read horizontally. 
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listed participative management with more open administration, 
increased delegation of authority andresponsibilities, the team concept, 
and emphasis on planning as their management behaviors. Men and 
women listed personal relations skills as their greatest administrative 
strengths. Business administration techniques with emphasis on 
budgeting skills were listed in second place. Relevant differences in 
self-perceived administrative strengths related to the sex of the director 
were not evident. 
Male directors considered undergraduate business degrees as well as 
graduate degrees in public administration or management as assets. 
Two of the female directors who participated in the survey had com- 
pleted graduate degrees in those areas (one in public administration and 
one in business administration), and other females reported progress 
toward those degrees. Several male directors criticized the quality of 
administrative training in library schools. 
Previous employers who had provided guidance, mentoring, and 
opportunities for assuming responsibilities were cited by sixty-two 
males and fifty-one females as having been positive factors in their 
upward mobility. The active recruitment of males for library adminis- 
tration in the 1950s and 1960s was cited by the male directors as having 
been beneficial and by the females as an obstacle. Although timing or 
luck was noted as having been the relevant factor in their career progres- 
sions by men and women, career planning was cited predominantly by 
males as a positive action. Men considered beginning their professional 
careers in a small library or library system an astute career strategy while 
women often perceived the small organization as their only option. 
Higher salaries were listed as the motivation for seeking administrative 
jobs by nine men, and two women said they were chosen for an adminis- 
trative job because they were willing to accept low salaries. The passive, 
willingness-to-accept attitude reported by some of the females com- 
pared to the active career decisions cited by males are perceived as factors 
contributing to the unequal advancement of male and female 
librarians. 
Their sex was cited as having been an obstacle to their advancement 
by thirty-two females. One male noted that being male was a positive 
circumstance. Being perceived as too young at the time they became 
directors was reported by ten males compared to four females. Family 
responsibilities and the inability to relocate were listed as deterrents to 
their advancement by several of the females. Mobility was cited as an 
advantage by a majority of the male directors and by two female direc- 
tors. It was stated by ninety-four males compared to forty-five females 
that they had encountered no obstacles to their career progression. 
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Discussion 
The findings relating to career advancement for males and females 
in public libraries are similar to those in academic and research librar- 
ies, in professional associations, and in related female professions. The 
problems of lower salaries and lower support levels for females have 
been identified. Personal and family responsibilities, limited career 
planning, and prior conditioning have contributed to the unequal 
status of women in librarianship. In many cases a career has been 
perceived as a high priority for males but as an option for females. 
Betty Jo Irvine, in her 1982 investigation of personnel and library 
environment in academic research libraries, identified separate 
advancement patterns for males and female~, '~ and Moran described a 
dual career structure in the report in 1983 of research relating to aca- 
demic library administrator^.'^ The same patterns of advancement of 
females, including more frequent career interruptions and progression 
to higher levels of administration through internal promotions, were 
identified in this nationwide study of public library directors. 
A graduate degree in addition to the master's degree in library 
science was characteristic of more males than females, according to 
Kathleen M. Heim and Leigh S. Estabrook in their study of American 
Library Association members.16 Ronald Dale Karr-in an investigation 
of the background and career patterns of the directors of major public 
and academic libraries-reported that female directors were less likely to 
hold advanced academic degrees." These findings agreed with those of 
Irvine, that women had acquired fewer degrees beyond the master's in 
library science," and with those in this comparative study of public 
library administrators. 
Thresa McDade and Mackson M. Drake's 1982 investigation of 
women superintendents' career paths contained similar data and 
reached conclusions similar to those studies which focused on women 
librarians' career development. Although women compose 63percent of 
the nation's teachers, 2 percent of public school administrators are 
females, and only 1 percent of superintendents are women. The conflict 
between home and career for married women was the primary individ- 
ual influence, and limited mobility was cited as a major deterrent to 
career progression. The male-dominated school board was listed as a 
limiting factor.Ig Karr suggested that a factor contributing to the pattern 
of sex discrimination in librarianship was the preponderance of men in 
the groups that choose directors-boards of library trustees and top 
managers in academic administration.20 
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Identifying inequities for men and women in the library profession 
presents a responsibility as well as an opportunity for library educators 
to evaluate their counseling processes and their curriculums. Are 
females being encouraged to pursue a career in administration, or are 
they being trained for the lower level of the hierarchy? The content and 
presentation of library administration courses should be examined. 
How do they compare with administration courses in the schools of 
business administration and public administration? 
Is it realistic to predict that with viable educational credentials, 
astutely chosen mentors, and an active network that a female will have 
the same probability as a male of achieving the same level of profes-
sional success? Will the female reach this goal at the same age and with 
the same length of professional experience as her male counterpart, and 
will she have an equal opportunity for advancement through external 
appointments? Will this female librarian have the same options for 
marriage and children as the male librarian? Positive responses to these 
questions would provide a profile of an equitable profession. 
The majority of librarians are women, and the status of the profes- 
sion reflects the status of that majority. When women are paid equal 
salaries and receive equal support levels for their libraries the overall 
salaries for librarians and support levels for libraries will be higher. 
Equal opportunities for advancement based on educational and profes- 
sional qualifications will allow the individuals who can contribute the 
most to the profession to be in the positions most advantageous to 
themselves and to the profession of librarianship. 
This study continued the cycle of findings reported from the Bryan 
study of 1952’l to date-i.e., that opportunities for males have exceeded 
those for females during these past decades. This investigation added to 
the past evidence the fact that preparation by females and their aspira- 
tion for administrative positions have emerged as important factors 
which, i t  may be presumed, will continue to be stressed. Subsequent 
studies should deal with these determinants of future roles for women in 
librarianship. 





A Comparative Study of the Career Development Patterns of Male and 

Female Library Administrators in Large Publ ic  Libraries 

The status of the profession of librarianship is a reflection of the status of 
the majority of librarians who are women. Equal opportunity for achievement 
is essential to the advancement of the profession. This is a study of the relation- 
ships of educational, experiential, and professional characteristics to the 
achievement of the position of library director and to the financial support 
generated for the library. Please answer all of the questions. If you wish to 
comment on any questions or qualify your answers, you may use the space on 
the last page or the back cover. 
Circle the number adjacent to the appropriate answer. 
Professional Career 
1. After completing your formal educational preparation (MLS or BLS) for a 
library career, was your first job in a library? 
1. Yes If Yes, answer 2, 3, 4, and 5. 
2. No If No, answer 6, 7, and 8. 





3. In what area of the library were you employed? 
I .  Administration 
2. Public Services 
3. Technical Services 
4. Other (please specify) 
4. How long did you work in this area? 
1. Less than one year 
2. 1-3 years 
3. 4-6 years 
4. 7-9 years 
5. 10 years or more 
5. What was your job title? 
1. Acquisitions librarian 
2. Cataloger 
3. Children’s librarian 
4. Library clerk 
5. Public services librarian 
6. Reference librarian 
7. Other (please specify) 
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Proceed to question 9 if you answered questions 2, 3, 4, and 5 
6. In what field other than librarianship were you employed? 
1 .  Business 
2. Education 
3. Government 
4. Other (please specify) 
7. How long did you work in that area outside of librarianship? 
1. Less than one year 
2. 1-3 years 
3. 4-6 years 
4. 7-9 years 
5. 10 years or more 
8. What was your job title? 
9. In how many libraries, other than the one in which you are presently 
employed, have you held professional positions, and how many years were you 
in each? 








8. More than seven (please specify) 
10. From the time you accepted your first professional position in a library, did 
you ever leave library work for a period o f  six months or more? 
1. Yes If yes, answer 11  
2. No If no, go to 12 
11. Please indicate reasons for interruptions to continuous service, how many 
interruptions, and for how long. 
Reasons for interruptions Total  leaues taken Total  years of leave 
1. To work in another field 
2. To continue education 
3. Personal health 
4. Health of family members 
5. Pregnancy or childrearing 
6. Moved with spouse 
7. Marriage or family reasons 
8. Other reasons (please specify) 
12. What is the total number of years, including the current year, of your 
professional library experience? 
1 .  Less than one 
2. 1-5 
3. 6-10 




6. 21 or more 
13. What was the job title of your position immediately prior to your present 
position? 
14. How long were you employed in the position immediately prior to your 
present position? 




5. 10 years or more 
15. Where did you learn of the opening for your present position as director? 
1. Announcement 
2. Board of Trustees 
3. Former director recruiting successor 
4. Library school referral 
5. Professional association placement 
6. Publication 
7. Notification from associate 
8. Other (please specify) 
16. If you learned of the position opening from another person, indicate the sex 
of the person. 
1 .  Male 
2. Female 
17. At what age did you become the director of the library in which you are 
presently employed? 





6. 65 and over 
18. How many years, including the current year, have you worked in your 
present position? 




5. 10 or more (please specify) 
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19. What was your yearly salary immediately prior to your present position? 
NOTE: Salary information will be regarded as confidential and will be used for 
statistical purposes only. It will not be identifird with you. 
1. Less than $14,000 
2. 14,000 - 18,000 
3. 18,001 - 22,000 
4. 22,001 - 26,000 
5. 26,001 - 30,000 
6. Over $30,000 
20. What is your present yearly salary? 
1. Less than $20,000 
2. 20,000 - 25,000 
3. 25,001 - 30,000 
4. 30,001 - 35,000 
5. 35,001 - 40,000 
6. 40,001 - 50,000 
7. Over $50,000 
21. What do you perceive to be the major differences in the administration of 
your library as it was operated by the previous director and in your 
administration? 
22. What do you perceive as your particular areas of strength in administration? 
23. What actions did you take to develop your effectiveness as director, i.e., 
initiating meetings with elected officials/budget authorities, achieving greater 
visibility as director, interagency relationships, increased contacts? Did any of 
these actions affect budget allocations? 
1. Yes 
2. No 




25. What were the circumstances which provided the opportunity for you to 
become a library director? 
26. What assistance did yo11 receive in your progression to the directorship? 
27. What obstacles did you encounter in your progression to the directorship? 
28. Was a mentor (advisor, role model) influential in your career development? 
1. No 
2. Yes 






LIBRARY OR LIBRARY SYSTEM 
29. What is the population served by your library or library system? 
1. 100,000 - 250,000 
2. 250,001 - 500,000 
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3. 500,001 - 750,000 
4. 750,001 - 1,000,000 
5. 1,000,001 - 2,000,000 
30. In what state is the library or library system located: 
31. What is the yearly total operating budget allocated for your library or library 
system? (Include federal, state and city allocations.) 
1. Less than $500,000 
2. $ 500,000 - $ 1,000,000 
3. 1,000,001 - 3,000,000 
4. 3,000,001 - 6,000,000 
5. 6,000,001 - 9,000,000 
6. 9,000,001 - 12,000,000 
7. 12,000,001 - 20,000,000 
8. 20,000,001 - 30,000,000 
9. Over $30,000,000 
32. What is the size of your total materials collection? (Include book volumes, 
periodical subscriptions, bound volumes, micromaterials, and audio-visual 
materials.) 
1. Less than 100,000 
2. 100,000 - 500,000 
3. 500,001 - 1,000,000 
4. 1,000,001 - 3,000,000 
5. 3,000,001 - 5,000,000 
6. 5,000,001 - 7,000,000
7 .  7,000,001 - 9,000,000 
8. Over 9,000,000 
33. How many professionals are employed in your library system? 
1. Less than 25 
2. 26 - 50 
3. 51 - 75 
4. 76 - 100 
5. 101 - 150 
6. 151 - 200 
7. 201 - 250 
8. Over 250 
34. What is the entry level salary for professionals? 
1. Less than $10,000 
2. 10,000 - 12,000 
3. 12,001 - 14,000 
4. 14,001 - 16,000 
5. 16,001 - 18,000 
6. Over $18,000 
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6. 65 and over 
37. Marital status 
1. Married 
2. Single 
3. Divorced, separated or widowed 
38. Do you have children? 
1. Yes How many? What are their ages? 
2. No 
39. Highest level of education attained (circle each category which applies to 
YOU) 
1. Bachelor’s degree List major 
2. Master’s degree in library/information science 
3. Master’s degree in subject area 
4. Advanced certificate or specialist degree in library/information science 
5. Advanced certificate or specialist degree in a subject area 
6. Doctorate in library/information science 
7. Doctorate in a subject area 
8. Other (please specify) 
40. Have you taken continuing education courses prior to assuming your 
present job? 
1. Yes If yes, answer 41 and 42 
2. No If no, go to 43 
41. How many courses? 
42. Do you feel any or all were helpful to your advancement? 
1. Yes 
2. No 
43. Have you attended any workshops or seminars during the past three years? 
Include current activities. 
1. Yes If yes, answer 44 2. No If no, answer 45 
44. List workshop or seminar topics. 
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45. Highest level of formal education completed by your parents. 
Father 1. Elementary 
Mother 7.  High school 
3.  Junior college 
4. Bachelor’s degree 
5. Master’s degree 
6. Doctorate 
7 .  Other (please specify) 
46. To what professional organizations do you belong? 
1. American Library Association 
2. Regional library association 
3. State library association 
4. Other (please specify) 
If you have any additional comments about the career development of library 
administrators, please make them here and/or on the back cover. 
Your contribution to this study is greatly appreciated. if you would like a 
summary of the results, please print your name and address on the back of the 
return envelope (not on this questionnaire). The summary will then be sent to 
you. 
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Identity, Power, and Hiring 
in a Feminized Profession 
BARBARA A. IVY 
DEMOGRAPHICSTUDIES OF LIBRARY DIRECTORS in this country show that 
women are in a minority. In 1981 only 33.2 percent of the public 
libraries’ directors were female.’ Female academic librarians fare less 
well. A survey covering fiscal year 1984 indicates that eighteen of the 
responding ninety-four ARL library directors were female.2 While 81.4 
percent of all practicing librarians are female,3 only 11.2 percent of the 
women in the field hold top administrative positions compared with 
28.9 percent of the males.4 
Why do males hold a higher proportion of the top administrative 
positions in our nation’s libraries than would be statistically expected? 
Are they preferred when hiring directors and supervisors in our 
libraries? 
The Equal Opportunity Act of 1972 and federally mandated affir- 
mative action programs foster the belief that hiring and promotion 
should be the result of hard work, expertise in a field, and leadership 
abilities. The intent of the act and programs was to encourage employ- 
ers to look at underrepresented groups within the population and to 
encourage the hiring of qualified members of those groups who might 
be otherwise overlooked. Advancement for protected classes has not 
resulted in the hiring and promotion of more women managers within 
the field of library science. There were fewer women directors in 1982 
when 26.9 percent of the heads of academic libraries were female5 than 
in 1967 when 51.4 percent were female.6 
Barbara A. Ivy is Assistant Professor, School of Library and Information Studies, Texas 
Woman’s University, Denton, Texas. 
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If women are benefiting from new attitudes brought on by the 
feminist movements of the 1960s and 1970s, perhaps i t  can be argued 
that they currently are employed in supervisory positions that will 
prove to be training grounds for future advancement. This does not 
seem to be the case. When comparing the number of librarians that 
women supervise and the number that men supervise, men on average 
supervise three times as many workers as do women.’ On the West 
Coast, the comparison is even more favorable to men; men supervise six 
workers for every one worker that women supervise.’ 
Many studies have been carried out to see what differences there are 
between men and women in librarianship and library administration. 
Studies on personality trait^,^ backgrounds,” mentors,ll and mobility 
rates12 have been done to see if any one or a combination of variables 
might explain the differing rates of hiring and promotion at the top 
administrative levels. The underlying assumption of these studies is 
that women are not discriminated against simply because they are 
females, but because there are other factors at work. So far, no one factor 
has been discovered that explains the disproportionately higher number 
of males in library administration. 
The question of discrimination is a difficult one to deal with 
whether it is considered a legal or a social problem. The basis for any 
one discriminatory act is found in a myriad of learned and accepted 
assumptions which society has held and encouraged throughout the 
lifetime of an individual. One currently popular theory is that males 
and females do not use or view power in the same way.13 Studies in 
business administration show that women’s naiveti. about power- 
producing situations and women’s inability to take advantage of these 
situations results in fewer women advancing to top leadership posi- 
t i o n ~ . ’ ~The psychological literature, however, suggests that the ways 
women develop their sense of personal identity may block their ability 
to develop and use power in later life. This article will look at the way 
women traditionally have been trained to establish their identity and 
their inability to acquire and demonstrate power when applying for a 
position. The author suggests that these factors play a significant role in 
the lack of women in top academic library positions. 
Librarianship is considered a “feminized profession” characterized 
as a semiprofessional field which is female-dominated in numbers, but 
male-dominated in organizational control, having a shallow bureau- 
cratic hierarchy and rigid promotion s~hemes.’~ Simpson and Simpson 
state? 
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It is easy to demonstrate that men get more than their proportionate 
share of the best jobs in the semi-professional fields, as in other 
occupations, and i t  is plain that individual women are often the 
victims of discrimination in hiring and promotion. But a case can be 
made that women’s lack of occupational success is not always due to 
discrimination, and that when discrimination does occur, there may 
be valid grounds from an organization’s standpoint. 
As Simpson and Simpson point out, discrimination may occur for valid 
reasons within the organization and not because of the gender of the 
applicant. One such valid reason may be the apparent competence of a 
candidate or the predicted ability of the candidate to handle the 
position. 
Kanter,” in looking at the corporate structure, found power to be 
an important factor in achieving managerial success. As she defines it: 
“Power is the ability to get things done, tomobilize resources, to get and 
use whatever i t  is that a person needs for the goals he or she is attempting 
to meet.”*’ In Kanter’s theory, power is generated by the individual 
within the structure of his or her current job and is not a specific 
personality character is ti^.'^ Whereas power itself is specific to one insti- 
tution, the skills needed to acquire it are in part transferable from 
position to position. Current power then could be a vital component of 
a successful candidate’s credentials if it were demonstrated to the hiring 
institution. 
Kanter has written extensively on the subject of power within the 
corporation, and she has found two basic means of developing power. 
The first route is through using alliances. Powerful sponsors, more 
than simply being role models, help their protkgks achieve results by 
bypassing the hierarchy, by passing on inside information, and by using 
their influence to smooth the way.” Sponsors also provide “reflected 
power” in that the sponsor’s resources are seen as being somewhere 
behind the protkgk which adds credibility to the protkgk’s attempts to 
accomplish projects.’l Peers provide another source of power through 
the direct exchange of favors and the maintenance of group solidarity.B 
A third alliance for power is with subordinates, since their support is 
essential for carrying through with plans and p~licies.’~ If the supervi- 
sor is seen as having credibility in his or her relationships with subordi- 
nates, he/she will be perceived as having the resources necessary to 
accomplish the tasks and to promote the subordinate’s well being thus 
encouraging the subordinate to accomplish his or her tasks as effectively 
as possible. 
Kanter’s second route to power is through extraordinary, visible, 
and relevant a c t i ~ i t i e s . ~ ~  Becoming efficient or even an expert at a task is 
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not enough to generate power. To gain power, a person must perform 
activities beyond hidher job description which are visible enough for 
others to note and which benefit the company or institution. These 
activities involve risk. The greater the risk, the greater the potential for 
power. Conversely, taking risks which others have taken loses the 
impact necessary for creating a powerful image. 25 
Each of these power-generating behaviors can be demonstrated by 
activities listed on a rksumi.. In one’s current position, recommenda- 
tions can demonstrate alliances that have been made. Recommenda- 
tions from subordinates and peers show the support that a person has 
had during the current position. Recommendations from superiors- 
especially those outside the library-such as those from the academic 
vice-president or the provost, can provide evidence of the power one has 
generated within the current academic setting. Peers’ recommendations 
within the institution show an ability to work with equals in other areas 
to generate cooperation in providing resources necessary to fulfill the 
goals of the organization. Activities, such as election to special commit- 
tees and task forces, show a level of power beyond the library setting. If 
the particular assignment is an elected one, it shows support of the 
individual within the campus community and the respect of members 
outside the library. The current job title reveals the power that one has 
held within the organization and provides a means of evaluating how 
much experience one has had in developing power within the academic 
community. 
Libraries-more than many businesses-are dependent upon the 
cooperation of other groups. Activities and alliances in professional 
organizations and national or regional cooperative groups provide a 
method for changes within the profession as a whole and help to 
provide support, resources, and personnel within an individual’s own 
library setting. For librarians it is important, therefore, that power be 
seen not only as activities restricted to the immediate organization, but 
also as a set of behaviors with regional and national components. 
Alliances within the professional setting can be demonstrated through 
recommendations of other librarians outside the current library setting. 
Activities such as election to offices within professional organizations 
and published articles in professional journals build a reputation that 
can be used todemonstrate powerful alliances or the ability to generate a 
power base within a particular organization and within the profession 
at large. 
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Not all behaviors associated with power actually demonstrate the 
possession of that power. Certain activities are necessary for the consoli- 
dation or building of a power base. Such behaviors would include 
memberships in professional organizations and attendance at profes- 
sional meetings and workshops. While these behaviors do not in and of 
themselves generate power, they are a means of meeting and developing 
networks of colleagues which can later be used to mobilize power. As 
such they are necessary to the consideration of the ability to generate 
power and power bases. 
T o  better understand the importance of power within the career 
process and its relationship to women in our field, it is necessary to 
review some of the current business and psychological literature. Hen- 
nig and Jardim,26 in their study of managerial women, found three basic 
ways that women differed from men in their career development. 
Women tended to make a later commitment to their careers as a lifelong 
endeavor. They often viewed their careers passively, expecting others to 
push them up  the career ladder, and they usually placed considerable 
emphasis on self-improvement as the critical factor in their 
promotion^.^^ 
A partial understanding of why these three differences occur can be 
deduced from the different ways males and females develop their identi- 
ties. Brooks-Gunn and Matthews= point out that: 
In societal terms, the young man must earn his identity, and con- 
stantly reestablish it through career success, monetary rewards, and a 
steady demonstration of leadership and competence. The young 
woman, on theother hand, acquires her identity by becoming a wife, a 
mother, and a provider of emotional support and nurturance. The 
young man’s identity derives from active pursuit, the young woman’s 
from passive acquiescence. 
Put more simply, boys are trained to “do,” while girls are trained to 
“be.” 
If identity is tied up with becoming a wife and mother, long-term 
career goals are delayed until one is either a wife and mother or has 
consciously decided that is not to be her life. If all a woman’s training 
has been directed toward a passive acceptance of self as the chosen rather 
than as chooser, decisions on career advancements tend to be left to 
others who recognize worth and encourage or force the advancement. 
Finally, if identity revolves around who one is rather than on what one 
does, self-improvement is the most acceptable expression of ambition 
since it  relates only to the individual’s and not to other’s actions. These 
attitudes, however, can be counterproductive not only to the accumula- 
tion of power but also to the verbalization of power once i t  is achieved. 
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While a later career commitment may inhibit early alliances that 
are necessary for developing a power base, this handicap can be over-
come if desired. Women are probably less concerned than men are at 
reaching a particular administrative goal by a certain time in their lives. 
Librarianship itself tends to be accepting if not encouraging of people 
who have made career changes, and the studies of age of directors show 
that while women tend to be older when they become directors, they are 
more apt to be successful in becoming directors at a later age than men.29 
The sense of passivity with which women view their careers is a 
more serious problem in developing power and achieving administra- 
tive positions. Such passivity discourages a woman from taking risks 
which disrupt the status quo, and which, therefore, keep her from 
tackling extraordinary, visible activities. Even if women do extraordi- 
nary activities, Hennig and Jardim found that none of the women they 
worked with saw recognition or reward as part of or important to their 
careers.30 This lack of desire for recognition can be related to the early 
identification of sexual norms. When woman is placed in the position 
of going outside the expected-in this case “doing”-internalizing the 
reward rather than making it  public by expecting or requesting recogni- 
tion allows her to retain her identity while still performing her job. 
Visibility and recognition, however, are an important aspect of gaining 
power. They are also necessary in a male-dominated world that tends to 
judge behavior on its own standards of action. 
Self-improvement is a personal and individually unique goal with 
which to measure one’s career success. As Hennig and Jardim point out: 
If one’s career priorities are set in a context as necessarily vague and 
difficultof measurement as that of personal growth, for example, one 
is inevitably thrown back on exceptional performance in the here and 
now as an overwhelmingly important fact in developing a sense of 
achievement, and one zeroes in on every detail of the current job.31 
While this attitude conflicts with handling extraordinary activities that 
are beyond the current description and, consequently, with the develop- 
ment of power, i t  is perfectly consistent with a woman’s development of 
identity. If women are evaluated on who they are, then they will strive to 
be the best that they can be. However, as Kanter comments: “Excellent 
performance on tasks where behavior is more or less predictable may be 
valued, but i t  will not necessarily add to power.1132The earlier internal- 
ized need to establish identity through being conflicts with the need to 
develop power. 
Women’s view of risk is perhaps the most damaging to their accu- 
mulation of power. Men see risk both positively and negatively and, 
therefore, balance decisions against probable end resul ts.33 Since their 
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identity is based on their actions, even wrong choices add to their sense 
of identity because they have acted. Women, on the other hand, see risk 
as purely negative, something to avoid at all Instead of adding to 
their identity, wrong choices subtract from who they are. Actions are 
viewed as extensions of self, not as potential positive or negative results 
affecting the organization. It is apparent from Kanter’s work, however, 
that without a certain amount of risk taking, there is no gain in power, 
but from a woman’s point of view, such risks can threaten her whole 
identity. 
Over the years, power has developed the connotation of evil. It 
means, however, to act or to do. Since management is the accomplish- 
ment of the goals and objectives of an organization, power in manage- 
ment would be doing those acts necessary to accomplish the goals and 
objectivesof the organization, specifically, mobilizing the resources and 
personnel to fulfill set objectives and goals. 
This definition of power is important when considering library 
administration and who becomes a library administrator. Most people 
would have little problem accepting the need for an administrator to 
have power based on these terms. Few, however, can see how holding 
power really affects the placement of women or men into top adminis- 
trative positions since power, defined this way, is used only within the 
present employer’s organization. The problem, they counter, is that 
women are never given the chance to get to top management positions 
and, therefore, they never really have a chance to use power. 
Articles that look at the performance of male and female executives 
find little difference in the effectiveness of each in their managerial 
roles.36 Women seem to know how to acquire and use power, or at least 
they are as effective at acquiring and using power as men are. This 
article contends that i t  is not that women do not know how to acquire 
and use power, but that for sociological and psychological reasons, they 
are inhibited from demonstrating this capability when they apply for 
managerial positions. Since most search committees understand little 
about the actual functioning of a library and what technical skills might 
or might not be useful, they review r6surni.s looking for candidates who 
will most likely succeed in accomplishing the organization’s goals and 
objectives. To do this they look for indications that a person may have 
developed a power base at his or her previous position. When women do 
not describe job-related activities demonstrating power on their appli- 
cations, they are excluded as possible candidates. 
A 1984 study% looked at the importance of power to the hiring 
process by looking at the relative importance of various activities that 
could appear on a r6sumC. In the fall of 1983, questionnaires were 
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mailed to 363 randomly chosen library directors at schools offering at 
least a four-year bachelor’s degree and accredited by one of the six 
regional academic accrediting agencies. The questionnaire asked direc- 
tors to evaluate elements of an applicant’s career that might appear on a 
rksumk when applying for a position as library director at a similar 
institution. It consisted of thirty-six questions grouped into the areas of 
previous experience, professional activities, recommendations, and per- 
sonal background. Directors rated each question on a scale from one to 
five, one being unimportant for consideration and five being essential 
for consideration. None of the questions were considered as negative 
factors in hiring. Usable questionnaires were returned by 282 or 77 
percent of the library directors queried. 
Individual questions were grouped together to evaluate the relative 
importance of five variables. The study looked at three power 
variables-power demonstrated through the current position, power 
demonstrated through alliances and activities within the profession, 
and power-consolidating activities. To see if these variables were more 
important than others listed on a rksumk, the study also looked at two 
other variables, one related to the person’s education and age, and 
another related to the institution at which the candidate is currently 
employed. A mean score of 3.00 indicated that the variable was impor- 
tant for consideration. 
Power within the position was evaluated in terms of the impor- 
tance directors placed on recommendations from within the applicant’s 
current institution, by the importance placed on the candidate’s current 
position title, and by the importance placed on the candidate’s institu- 
tional assignments outside the library. This variable received the high- 
est mean score of 3.34.Power within the Profession had a mean score of 
3.08 with the question of the importance of recommendations from the 
influential librarians outside the candidate’s current institution show- 
ing the highest rating. Other elements considered in this variable 
were-in decreasing order of importance-elected offices held in profes- 
sional organizations, publications in professional journals or books, 
and awards and honors from professional associations. Questions 
involving the importance of meeting attendance and professional mem- 
berships to a person’s consideration for a directorship were grouped 
under the variable power-consolidating behauior and received a mean 
score of 3.02. 
The two variables that did not indicate power, the candidate’s 
background and the candidate’s institution’s demographics both had 
mean scores of under 3.00. The candidate’s background, which was 
LIBRARY TRENDS 298 
Identity, Power, and Hiring 
measured with questions about the importance of age and educational 
attainment, received a mean score of 2.82. 
To see what importance the school at which the candidate currently 
worked had on the hiring decision, questions concerning the impor- 
tance of the size, the highest degree offered, and the source of funding 
were asked. These questions were grouped under the candidate’s institu- 
tion’s demographics variable and received a mean score of 2.57. 
A comparison of the means of the dependent variables provides 
evidence that power is an important element in the consideration of a 
director of an academic library. 
One hundred seventy or 61.2 percent of the responses were from 
males and 108 or 38.8 percent were from females. When the responses 
were partitioned by male and female responses and an ANOVA (analy- 
sis of variance) was run on the data, no significant difference was 
established between the overall responses of males and females. Since 
only 11.2 percent of the females in the profession hold top administra- 
tive position^,^' the sample deals with a unique group of women. These 
are women who have already succeeded in becoming directors, and their 
understanding of the importance of power seems closely related to that 
of males. 
The earlier discussion of business and psychological literature 
suggests that females would place more value on those items relating to 
their identity (such as position-related questions and on questions 
reflecting personal growth) over those questions relating to their 
actions. Although the overall values were not significantly different, a 
graph of the means for males and females shows that the trends expected 
for women did appear (see fig. 2). The graph shows that the level of 
importance that males place on the various dependent variables follows 
the same order as the sample as a whole followed. When looking at the 
means of the responses of the females against the mean responses of 
males, a different picture appears. Females place more emphasis on 
power within the position than do males. Males place more emphasis 
on the power-consolidating variables than they do on power within the 
profession. This trend suggests that, in a sample of librarians who were 
not library directors, women might differ in their responses even more 
than women directors did. 
While the ANOVA demonstrated that males and females answered 
similarly, a test on the dependent variables showed that there were no 
significant differences between means except when comparing power 
within the profession and power-consolidating behavior. Since females 
see power-consolidating behavior as more important than power 
within the profession and males see i t  as the reverse, it is possible that the 
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questions making up  this variable are interpreted differently by males 
and females. Males may see memberships and meeting attendance as a 
way of building a power base within professional organizations, while 
females see it as a way of providing for professional growth. Belonging 
to and attending meetings are in many ways passive behaviors in that 
they do not require much participant action. The importance women 
place on these behaviors over more action-oriented behaviors-such as 
holding elected offices and publishing papers-relates to their early 
identity training. Women gain importance for who they are, not for 
what they do. 
The study also looked at three characteristics of the respondent’s 
institution to see if the characteristics were important in evaluating 
candidate’s credentials. The highest degree that the institution offered 
and the funding source of the institution, whether public or private, 
made no difference to the respondent’s views of power to the hiring 
process. There was, however, an interaction between the size of the 
institution and the value placed on the dependent variables which was 
significant to beyond the .05 level. 
Respondents in institutions with fewer than 1000 students placed 
the highest value on power within the position, then on power- 
consolidating behavior, power within the profession, the candidate’s 
background, and the candidate’s institution’s demographics. The order 
of importance in which these respondents placed the variables is similar 
to the order which women placed the variables, and the largest percent- 
age of women who direct academic libraries work at this size 
instituti~n.~’ 
While respondents in institutions with 1000 to 5000 students place 
power within the position as most important, they saw no difference in 
importance between power within the profession and power-
consolidating behavior. They also rated the candidate’s background 
and the candidate’s institution as less important than the power vari- 
ables. A more equal number of males and females than the national 
average direct libraries within this ~ategory.~’ 
Respondents in institutions with 5,001 to 10,000 students followed 
most closely the curve of the population as a whole. They saw power 
within the position as most important, followed by power within the 
profession, then power-consolidating behavior, then the candidate’s 
background, and finally the candidate’s institution. 
Respondents in institutions of over 10,000 students identified the 
most important variable for hiring an academic library director as 
power within the profession. The variables that would indicate power 
within the profession are also the ones that would indicate a national 
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reputation, and this is clearly of major importance to respondents in 
institutions of this size. After power within the profession, power 
within the position comes next, then power-consolidating behavior, 
followed by the candidate’s background, and the candidate’s institu- 
tion. With this group there is no question about the difference between 
power in the profession and power-consolidating behavior. Power 
within the profession, or a national recognition, is most important for 
consideration. When the method for conducting a search for a large 
library is considered, this is understandable. Often committees ask for 
nominations as well as applications, and only those people who are well 
known in the profession receive nominations. The competitive nature 
of large institutions requires that they have a reputation of being leaders 
in the academic world and, therefore, they expect that same reputation 
of their librarians. As the ARL survey indicates, most of the directors in 
this category are male. 
The study has several implications concerning the disproportion- 
ate number of males and females in top administrative positions. The 
first is that women are less likely to be discriminated against because of 
their gender than because of their early identity training. The emphasis 
placed on developing a sense of self-worth based on who a person is 
rather than on what a person does inhibits many of the adult behaviors 
necessary for accomplishing the goals and objectives of the organization 
through the use of power. Even women who have learned to use power 
in managerial situations may hesitate to display such competencies 
when applying for a position. 
Women often do not consider revealing their actions because they 
see the actions themselves as having little meaning. Women often do not 
view power-producing actions as important because they have internal- 
ized the results and translated them into increased personal status. This 
misinterprets the value of the activities. The purpose of revealing 
power-producing activities is to demonstrate competence in developing 
power within an organization not to reveal the status gained by having 
power. 
The study shows, however, that for candidates to be considered for 
positions as library directors, they must demonstrate the ability to 
develop and use power. Women who, because of early training, hesitate 
or avoid making such activities clear on their applications hinder their 
chances for consideration. Consequently, they see their lack of advance-
ment as an attack on who they are, not as an evaluation of their 
potential. Because the employers are unable to interpret expressions of 
status as the results of competence in achieving and using power, female 
applicants are passed over in favor of male applicants who demonstrate 
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power-producing behaviors. Employers trying to hire women into top 
positions may feel frustrated that there are apparently no qualified 
women to be hired. 
Some power-producing behaviors are not valued highly by women. 
Achieving prominence through holding an elected office in a profes- 
sional organization is one. Election to an office is the recognition of 
power granted by others in the organization. Women have been trained 
to see themselves as helpers-providers of support-not as leaders. 
Consequently, they work on committees but hesitate to run for elected 
offices. Many women do not feel the reward of becoming an officer of a 
regional or national professional organization is worth the time and 
effort that must be put into winning. Both men and women may not be 
willing to invest so much time unless they can see how it will help them 
or their organization. Such a position can bring prestige to the organiza- 
tion where the officer works, i t  can produce power which can be used to 
improve library services, and it can provide a method for changing the 
profession. Settling for membership on a committee rather than run- 
ning for election as the committee chair satisfies the need to increase 
status and identity but does not necessarily produce power. Women too 
often see the results of such elections as only increasing their time 
commitment to the detriment of their job performance. The connection 
between holding an elected office and the increased power such actions 
produce is lost in a sense of self-fulfillment. They can feel good about 
their contributions on a committee while failing to see that they have 
not achieved the recognition necessary for power. When their efforts fail 
to produce increased managerial responsibilities and promotions, 
women see working within professional organizations of little benefit 
to their career and place a low priority on it-as did the women sur- 
veyed. The problem lies not with the work done for the professional 
association, but in the failure to see the behaviors necessary to increase 
power and to demonstrate it to others. 
The mistaken idea that holding an elected office does not contrib- 
ute to career advancement hurts not only the profession by reducing the 
number of people who might contribute creative ideas and activities, 
but also leads to a sexually structured hierarchy in the leadership of 
academic libraries. Having power within the profession, also defined as 
having performed those activities which lead to national recognition, is 
a major consideration when hiring a director of a large academic 
library. Because women do not place an emphasis in their careers on 
such activities, they are relegated to smaller institutions where such 
activities are considered less important or are less available in the 
institution’s applicant pool. The larger and possibly more prestigious 
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library jobs go to those who have developed national prominence. 
Currently the majority of these positions are held by males. 
Human beings have the ability to be adaptable and to change. Early 
training can be overcome by identifying and compensating for it. Per- 
haps the most hopeful finding along these lines is in a study by Martin,40 
who found that one predictor for a woman’s success in library manage- 
ment is the job to which she aspires. Women who desire advancement 
on the managerial ladder become goal-oriented and, as such, perform 
the activities necessary to obtain their objectives. The success with 
which they achieve their goal may depend, to a great extent, on how well 
they can integrate the necessity for action into their own identity pat- 
terns. Even with goal-oriented behavior, an inability to translate the 
results of the activities into power or power-revealing statements on 
their r6sumi.s may keep women from obtaining the highest job for 
which they are capable. 
If women are interested in obtaining an equal voice in the manage- 
ment of academic libraries, they need to take positive action toward 
reaching that goal. Women need to look seriously at their career goals 
and take responsibility for implementing them. This means that they 
must be aware of the activities and behaviors that produce power and 
consciously strive to accomplish them. They must evaluate their actions 
in terms of results not in terms of an internalized sense of status or 
personal worth. They must be ready to accept recognition for their 
activities and rely less on others to recognize their potential and advance 
their careers for them. 
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FEMALEWORKERS HAVE ACCOUNTED for the majority of the increase in 
total workers since World War 11.' In 1947, the ratio of women in the 
labor force was one to five' and approached two to five in 1970.3 Today 
women comprise 43 percent of the labor force.4 As a result of this 
development, one of the more dramatic changes occurring recently has 
been a rapid influx of female workers to nontraditional careers in 
male-intensive professions. 
In examining this development, investigative studies are being 
conducted to analyze numerous factors influencing women in nontradi- 
tional careers. For example, studies investigating the impact of demo-
graphic factor^,^ self-worth,' family background,' personality,' and 
socioeconomic factorsg have been conducted. 
Women have been relatively successful at penetrating entry-level 
business occupations traditionally dominated by men, but they have 
experienced difficulties in moving into the upper levels of organiza-
tions." Social attitudes, seniority, and discrimination factors have con- 
tributed to this development and numerous studies are being conducted 
to assess the impact and ramifications on the labor force. 
This study examines personality characteristics of women in non- 
traditional careers, investigates the deviations over a decade, and com- 
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pares personality profiles of the women to profiles of general adult men. 
Four occupational groups were included in an original study conducted 
in 1972: real estate, management, accounting, and university profes- 
sors.11 Though one of the occupational areas currently has more women 
than men-real estate-it is still included in the new study. 
Related Studies 
Accountants. Over the last few years, the number of women study- 
ing to be accountants increased by 35 percent and it  is estimated that in 
the next five to ten years, an equal number of men and women will be 
studying accounting.12 This development has attracted much attention 
and numerous studies have been conducted in the process. Osman13 
examined personality factors of male and female accounting clerks and 
concluded that female clerks were more sensitive, lacking in self- 
assurance, and less relaxed than the male clerks. Fraser, Lytle, and 
Stolle14 studied women accounting majors and found that they ex- 
hibited significantly higher needs for the Edwards Personal Preference 
Schedule (EPPS) subscales of Achievement, Order, and Endurance rela- 
tive to other college women. Knotts,15 using the EPPS, found that 
women in accounting reflected significantly higher needs for the sub- 
scales Heterosexuality and Aggression than general adult women but 
had significantly lower needs for Order, Affiliation, and Nurturance. 
Attitudinal differences toward compensation, leisure time, and satisfy- 
ing job tasks among male and female auditors were studied by Earnest 
and Lampe." They found that females placed more value on leisure 
time than their male colleagues. Conversely, another study" found little 
difference between male and female accounting students in terms of 
psychological characteristics. In spite of the increase in the number of 
women in the accounting area, traditional views of their male 
coworkers (and perhaps spouses) had to be dealt with in order to be 
accepted in their profession. A sentiment representing this traditional 
view follows: "Women don't seem to be suited for business. They may 
study the same subjects, but they have different personalities."" 
Professors. Though there are more women than men enrolled in 
universities today,lg only 26 percent of the faculties are female, 16 
percent of the administrators are female, and less than 5 percent of all 
college and university presidents are female.20 Of the female faculty 
members, most are likely to be employed in the traditional female 
disciplines,21 whereas the female university presidents are likely to be 
employed at women's colleges22 and/or at colleges or universities with 
less than 3000 students.23 Internationally, the underrepresentation of 
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females within higher administration is comparable to the United 
~tates.’~ 
Studies of males and females in higher education yield a variety of 
results. A recent study by the Council of Graduate School’s Committee 
on Women reported few job-related differences between male and 
female deans, but did note that the male deans saw themselves as havin 
more authority than female deans in six of the eight job duties listed. 
Managers. If the increase of women in MBA programs is indicative 
of impending change, the composition of top administration and man- 
agement will possibly change. While 26 percent of MBAs today are 
female there were only 3.5 percent a decade ago.26 From 1973 to 1979 the 
number of master’s degree recipients in business management increased 
from 13.1 percent of total graduates in 1973 to 30.7 percent in 1979.’’ 
Predictions of an even male to female ratio in schools of business will be 
realized within another decade if current tendencies prevail.28 
Unfortunately this trend is not reflected in the management arena. 
Hendrick and Struggles, Inc., reported that the percentage of corporate 
women chairpersons, vice-chairpersons, and presidents had fallen from 
1.5 percent since 1977. Women group vice-presidents, second vice- 
presidents, and assistants had dropped from 8.0 percent to 7.8.” News-
week reported the same tendency, and also emphasized that executive 
women were clustered in the service and staff areas (such as public 
relations, personnel, and media) rather than in production and opera- 
tional areas. 30 Other sources report innate problems for women in 
old-line, Eastern industrial comm~nities,~’basic manufacturing, 
industries, utilities, and natural resource c~mpanies.~’ 
Sargent cited numerous studies concerning attitudes and compara- 
tive characteristics of men and women managers. Most of the studies 
reviewed indicated that women were perceived to have fewer and weaker 
managerial characteristics, likely to be more “feminine,” have less 
power, be less likely to be listened to, and to be in an inferior position to 
make decisions.33 Her prescription for this dilemma was to promote 
androgyny (having the characteristics of both sexes) among all manag- 
ers, particularly the women managers. G~rnez-Mejia~~ suggested that 
tenure on the job reduces the amount of attitudinal difference between 
women and men managers for women, but had no bearing on the 
change of attitudes among men. 
Real Estate. The 1981 membership profile report prepared by the 
National Association of Realtors revealed that the role of women in real 
estate continues to grow.% In 1975, only 17.6 percent of brokers and 50 
percent of full-time salespersons were female. By 1981, nearly three out 
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of every ten brokers and nearly six out of every ten full-time salespersons 
were female. 
The changing phenomenon of women in real estate is consistent 
with the labor force activity of women in general. Mature women have 
the advantage of social contacts, influential sources, and a flexible work 
schedule.36 This description reflects findings of another study in which 
real estate women showed significantly higher needs on the subscales of 
Succorance, Change, and Heterosexuality, but lower needs on Defer- 
ence, Order, Abasement, Nurturance, and Endurance than general adult 
31women. 
Current Study 
This study investigated personality variables of women in nontra- 
ditional careers to determine if and/or how these women have changed 
over the decade. It replicated one study conducted in 1972,% updated 
conclusions, and drew further conclusions from the original study. 
Also, a new dimension was added to this study-a comparison of 
personality characteristics of men and women. 
Professional women in nontraditional careers studied in the 1972 
study3’ expressed significantly different needs on eleven of the EPPS 
subscales than general adult women. More specifically, the women 
expressed higher needs for Achievement, Exhibition, Dominance, Het- 
erosexuality, and Aggression-stereotypically male needs. Those needs 
of women showing significantly lower needs were Deference, Order, 
Affiliation, Succorance, Abasement, and Nurturance-stereotypically 
female needs. 
In 1975, Dehning4’ replicated the 1972 study but surveyed women 
in two occupational areas (real estate and management). While women 
in Dehning’s study were slightly younger, educational levels and mari- 
tal status were comparable. The major difference of personality sub- 
scales was in the area of Autonomy. Women in Dehning’s study 
indicated a higher need of autonomy (significant at the .01 level), 
whereas women in the original study indicated a lower need, though not 
significant. Other personality variable trends were comparable. 
Another replication of the study in 1976 surveyed women MBA 
students.41 Anderson compared scores of MBA women to normative 
scores of average college women rather than normative scores of general 
adult women and found the same basic personality trends as in the 
original study. Of notable interest, however, was the gap between the 
scores of MBA women and normative scores of average college women. 
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Differences between the test group and the normative group were 
greater in Anderson’s study in the original study she replicated. 
The Edwards Personal Preference Schedule, a standardized person- 
ality inventory reflecting fifteen “manifest needs,” was used in estab- 
lishing profiles for the women surveyed. Normative scores were 
designed for four adult groups (general adult women, general adult 
men, average college women, and average college men) by profiling 
4000 respondents from a cross section of people. To detect the possibility 
of random guessing, the EPPS was constructed with a consistency score. 
The manual recommends a minimum score4’ before considering a 
profile invalid. 
The EPPS was designed primarily as an instrument for research 
and counseling to provide quick and convenient standards for a number 
of relatively “independent normal variable^."^^ From 225 pairs of state-
ments reflecting personality needs, the respondent selects the statement 
most representative of herself, or in some instances, the ones least 
distasteful to herself. Both statements may be equally desirable or 
equally undesirable, but a choice between the two must be made. 
Group means were compared statistically by testing null hypo- 
theses of “no difference.” Z-values were computed using the large sam- 
ple form: R1 -B 
Z =  
s:/n + 
Research Design 
Women were selected from four business-related occupations tradi- 
tionally dominated by men, replicating the same four subgroups used in 
the original study.44 A sample size of 120 was utilized, with 30 being 
selected from each area. The university professor subgroup consisted of 
women at four-year institutions who taught subjects in business admin- 
istration, excluding business education and clerical topics. 
Women in three of the areas selected were represented by profes- 
sional organizations, and the survey instruments were administered to 
members of those organizations. Professors had no such organization; 
thus, women instructors in business administration departments were 
contacted individually. Approximately 300 respondents were profiled, 
but only 30 responses with consistency scores of 11 or above from each 
occupational area were randomly selected for tabulation. 
The survey instrument used was the Edwards Personal Preference 
Schedule, which measures fifteen personality characteristics reflecting 
“manifest needs.” 
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Analysis of Results 
In reporting the results of the study, several questions were raised: 
1. Are the sample results of 1982 significantly different from female 
norms? 
2. Are the sample results 	of 1982 significantly different from male 
norms? 
3. Have needs changed significantly over time? 
4. Have the needs of 	 women in nontraditional occupations become 
more like those of the male norm over time? 
The focal point was to discover how the needs of women in nontradi- 
tional occupations have changed over the past decade. 
Complete results of the study are shown in table 1. The sexual 
designations (M) for male and (F) for female indicate that, in normative 
groups, the mean score of that sex was significantly greater (at the .01 
level) than the mean of the other sex. The mean (x) is shown for the two 
normative groups and for the 1982 test group. The 1972 data is shown 
immediately below the 1982 data. The statistics shown are: (1) zm-the 
z-value for the difference between the test group mean and the male 
norm; (2) zt-the z-value for the difference between the test group mean 
and the norm for women; and (3) zc-the z-value for the change in the 
mean of that test group from 1972 and 1982. 
In 1982, the sample of women in nontraditional occupations dif- 
fered from the norm for females on several needs. First, women in the 
sample exhibited higher needs in the subscales on Achievement, Exhibi- 
tion, Autonomy, Dominance, Heterosexuality, and Aggression than the 
female normative group. Over time, the difference between the sample 
women and the normative women increased also. In other words, these 
women became less like their normative peers over time. These women 
also had lower needs in the subscales on Deference, Order, Affiliation, 
Abasement, Succorance, and Nurturance than the normative women in 
1982. Between 1972 and 1982, these same needs decreased with the 
exception of the need for succorance, which actually increased during 
the ten-year period. 
In 1982, this sample of women in nontraditional occupations dif- 
fered from the norm for men in several ways also. Generally speaking 
these women had higher needs in the subscales on Achievement, Exhibi- 
tion, Dominance, Change, and Heterosexuality than the general adult 
male population. Compared to males, these women exhibited an 
increase in these same needs over the ten-year period. Their need in the 
subscales on Autonomy and Aggression also increased over time. How- 
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TABLE 1 

INTERTEMPORAL OF EPPS SCORES
COMPARISONS OF WOMENIN 
NONTRADITIONALBUSINESSCAREERS WITH THE NORMATIVEGROUPS 
OF ADULTMENAND WOMEN 
Normative Group Total Test Group 
Men Women 
EPPS Variables x x X z, Z W  z, 
Achievement (M) 14.79 13.58 17.63 7.27" 10.38" 3.78" 
15.54 1.86 4.88' 
Deference (F) 14.19 14.72 11.32 -7.98" -9.46" 
13.78 -1.09 -2.4gb -4.79" 
Order (F) 14.67 15.59 12.33 -6.12" -8.55' 
13.21 -3.31" -5.40" -1.53 
Exhibition (M) 12.75 11.48 13.93 3.62" 7.53" 
12.42 -0.89 2.53b 3.10' 
Autonomy (M) 14.02 12.10 13.39 -1.76 3.62" 
12.23 -4.36" 0.32 2.17b 
Affiliation (F) 14.51 17.76 14.29 -0.57 -8.96' 
15.79 3.39" -5.22" -2.82" 
Intraception (F) 14.18 15.28 14.78 1.91 -0.72 -1.69 
15.98 4.20" 1.64 
Succorance (F) 10.78 12.86 1 1.03 0.64 -4.72" 0.96 
10.51 -0.69 -6.02" 
Dominance (M) 14.50 10.24 17.13 5.91" 15.53" 6 .49  
13.24 -3.O 1" 7.20" 




Nurturance (F) 15.67 18.48 12.73 -6.29" -12.33" -3.19" 
14.73 -2.1Sb -8.72" 
Change (F) 13.87 15.99 15.96 4.97" -0.07 -1.19 
16.67 6.39" 1.55 
Endurance (M) 16.97 16.50 16.30 -1.54 -0.46 -0.06 
16.34 -1.40 -0.36 
Heterosexuality (M) 11.21 8.12 15.30 7 .89  13.96" 2.23b 
1360 4.08' 9.42" 
Aggression (M) 13.06 10.16 12.73 -0.76 5.94" 2.79" 
11.08 -4.78" 2.22b 
Notes: 1972 results are below 1982 results 
(M) -A need significantly higher among normative males 
(F) -A need significantly higher among normative females 

"significant at the .01 level 

b .significant at the .05 level 
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ever, the need for Change, while higher than that need in men, actually 
decreased over time. Additionally, these women had lower needs in the 
subscales on Deference, Order, Abasement, and Nurturance than the 
norm for men. A decrease in the need for Affiliation and Intraception 
also occurred over time when compared to the norm for men. 
Between 1972 and 1982, women in nontraditional occupations 
exhibited significantly increased needs in the subscales on Achieve- 
ment, Exhibition, Autonomy, Dominance, Heterosexuality, and Agres- 
sion. During that same period of time, these women’s needs for 
Deference, Affiliation, Abasement, and Nurturance decreased. The 
increase occurred in needs characterized as male-like while the decrease 
occurred in needs traditionally considered to be female-like. 
An overview of these results is illustrated in figure 1. In this figure, 
the needs have been regrouped, with Panel A containing those needs for 
which the normative males had significantly higher scores, while Panel 
B contains the needs which were higher among women. The z-scores 
from table 1 are shown for each variable, using 1982 data. 
Conclusions 
In terms of the 1982 data, women in the test group exhibited high 
scores on male-like needs, while they had low scores on the female-like 
needs. Over time, it appears that women in nontraditional occupations 
also increased these needs significantly. It would appear then that 
women start out exhibiting male-like subscales on Achievement, Exhi- 
bition, Autonomy, Dominance, Heterosexuality, and Aggression. As 
they spend time in their nontraditional roles, these needs are height- 
ened. As these needs are heightened, the corresponding female-like 
needs are lessened. 
Such a phenomenon could lead one to conclude that the character- 
istics identified by Edwards are mutually exclusive. That is, one cannot 
become both more dominant and more nurturing at the same time. If 
women in nontraditional occupations find themselves in male-
intensive environments, their mentors and/or role models influence 
their behavior to become more male-like. Additionally, the expectation 
of the role influences behavior significantly. Such expectations require 
women to be aggressive not deferent, dominant rather than succorant, 
autonomous not affiliative, and achievement-oriented rather than 
abasemen t-orien ted. 
The findings of this study have definite implications for manage- 
rial policy. The fact that women in nontraditional careers have needs 
similar to those of men indicates that there is no basis for thinking that a 
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particular management style will be more effective with one sex than the 
other. These results also indicate that, as decisions may be influenced by 
the needs of the decision-maker, there is no reason to expect decisions to 
vary with the sex of the decision-maker. 
Any attempt to explain the reasons why women in nontraditional 
careers have needs more like those of men is clearly beyond the scope of 
this study. However, research into the reasons for these phenomena 
could provide valuable insights into a better understanding of women 
in nontraditional careers. One possible explanation is that women who 
possess more male-like needs are the ones who tend to seek careers in 
nontraditional areas. A second possibility is that women in tradition- 
ally male occupations attempt to emulate more male-like values in 
order to become socialized within the system more quickly. Still another 
closely related reason might be that the primary role models available to 
women in the workplace are male. Another explanation that offers 
considerable promise is that most of these needs are not the result of 
gender but are determined by occupation. 
It must be pointed out that men in the normative group were 
selected from the general population. Considerable insight might be 
gained through a study of the psychological needs of men and women in 
similar positions within the same profession. Similarly, women in the 
control group were from the general population of women and 
included many who did not work outside the home. A comparison of 
working women in traditionally female careers and traditionally male 
careers could also offer additional insight into the psychological frame- 
work of working women. 
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IT IS PERHAPS FOOLISH, in the absence of a well-established theory of 
modeling, for a former student and her professor to coauthor an article 
on the effects of library educators on women’s careers. There are mysti- 
cal beliefs rampant about the effects of teachers on students, and there is 
a danger that the importance of teachers as models may be overestimated 
by those of us who are so closely allied in the educational process; 
however, we agreed to muster our objectivity and thus embarked on the 
task of illuminating possible effects. Although the entire effort was 
shared, Moriearty took major responsibility for surveying students in 
the University of Wisconsin’s master’s degree program about women 
(teachers and others) as role models; and Robbins-Carter concentrated 
on identifying and synthesizing the literature on role modeling and the 
place of educators as role models in women’s professional development. 
The Concept of the Role Model 
Role model is a concept related to the broader concepts of identifi-
cation and reference groups which originated from the field of social 
psychology. Robert Merton’ in his classic, Social Theory and Social 
Structure states: 
Jill Moriearty is Government Documents Librarian, Northeastern State University, 
Tahlequah, Oklahoma; and Jane Robbins-Carter is Professor and Director, School of 
Library and Information Studies, University of Wisconsin-Madison. 
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sociological theory holds that identification with...individuals 
occupying designated statuses does not occur at random but tends to 
be patterned by the environing structure of established social relation- 
ships and by prevailing cultural definitions ....The reference zndiuid-
ual has often been described as a role model. 
Yet as the terms themselves imply, the assumption that these are 
conceptually synonymous obscures a basic difference in the matters to 
which they respectively refer. The person who identifies himself with 
a reference individual will seek to approximate the behavior and 
values of that individual in his several roles. The concept of role 
model can be thought of as more restricted in scope, denoting a more 
limited identification with an individual in only one or a selected few 
of his roles. To be sure, a role model may become a reference individ- 
ual as his multiple roles are adopted for emulation rather than emula- 
tion remaining confined to the one role on the basis of which the 
initial psychological relationship was established. Just as roles can be 
segregated from one another in the course of social interaction, so they 
can be in the form of reference orientations. Emulation of a peer, a 
parent [a teacher] or a public figure may be restricted to limited 
segments of their behavior and values and this can be usefully de- 
scribed as adoption of a role model. Or, emulation may beextended to 
a wider array of behaviors and values of these persons who can then be 
described as reference individuals. 
Although Merton clearly distinguishes between reference individuals 
and role models, we did not attempt to draw this precise a distinction in 
our work. Neither did we delve into the broader area of identification 
which can bring in such negative connotations as borrowing behaviors 
which are not integrated into the emulator’s own personality. Our 
definition considers only the positive aspects of role models which are 
the most typical and popular uses of the concept. A role model thus is an 
aid in integrating the emulator’s own role conception. The role model 
serves as a referent for the adjustment of aspirations with a view to 
reality and as a source of clues about actions which result in successful 
outcomes. It considers modeling as a “contributory factor in the con- 
struction of professional identity.”’ 
For the purposes of this article we developed the following 
definition: 
A role model is an individual whose behavior, personal style, or 
specific attributes are emulated in order to contribute to the develop- 
ment of one’s professional identity. 
Role models are to be distinguished from mentors and/or sponsors 
who more actively and intimately engage themselves with beginning 
professionals in the workplace for the purpose of seeing to it that 
professionals chosen by them move up  in their career^.^ The article in 
LIBRARY TRENDS 324 
Role  Models in Library Education 
which this distinction appears introduces a continuum of personae who 
engage in sponsoring individuals in their professional development. 
The authors contend that role models are relatively unimportant in the 
advancement of women within “male-dominated” professions. The 
major distinctions are three. The first is the level of intensity in the 
interaction. In the case of role models, there need not be close personal 
interaction. The second distinction is that role models can serve without 
being in the work environment. The third is that in the case of mentors 
and sponsors it is these individuals who direct or control the interaction, 
while with role models it is the emulator who controls the relationship. 
Research Literature on Role Modeling 
The majority of research related to role modeling has been done 
with children. A smaller segment of the literature deals with older 
adolescents in the traditional college-age bracket-i.e., eighteen to 
twenty-one years of age. A relatively small number of studies deal with 
adult role modeling. The apparent dearth of research about role model- 
ing for adults seems to imply that modeling has its most significant 
effects prior to adulthood and therefore is more amenable to research at 
the preadult level; however, it seems compelling to believe that model- 
ing is a useful social interaction whenever one is confronted with anew 
learning situation. This would seem especially true when one is enter- 
ing the profession of librarianship which is presently characterized by 
no accepted prescription for appropriate undergraduate preparation 
and by harbingers crying out for new/changed/different professional 
employees to enter the field.4 
The literature of reference groups and role modeling is extensive 
and as Theodore Kemper points out, it is “both popular and almost 
devoid of real theory ....The concepts usually serve only in the worn-out 
role of @ost-dicters. Nonetheless, the popularity of the concepts make 
them useful for most career-oriented people in trying to understand 
what may be contributing to the development of their career personali- 
ties. When provided with the definition of role model, most people can 
point to one or more role models whom they believe in some way have 
affected their career development in either a transient (but at the time 
significant) or more long-term manner. The ubiquitousness of the 
concept allows for useful contributions to understanding, albeit 
imperfect. 
One factor related to role models-i.e., the gender of the role 
model-has been rather extensively analyzed in role model studies. 
Samuel H. Osipow in his chapter, “Career Development of Women,” in 
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Theories of Career Development reports on some ninety-seven studies 
covering all age groups and topics such as the development of work 
images, motivation to work, achievement motivation, and parental 
relationships. He remarked: “It is difficult to conduct well-designed 
studies to test the gender-bias hypothesis....”6 After reading several 
dozen research reports including analyses of the effects of the gender of 
the individuals being studied and the gender of the individuals interact- 
ing with the study individuals, we concur that Osipow’s remark is well 
founded. Without regard to design problems, we can conclude from the 
research reviewed that for some individuals their gender identity plays 
an important part in their career choice. For some individuals the 
gender of those who acted as role models for them has been an important 
characteristic in either choice of or effect of the role model. Still, the 
review of the literature on gender and role models makes us thinkof the 
statement attributed to Edward C .Banfield, the renowned urban politi- 
cal scientist. When he was asked what he could conclude after nearly 
fifty years of studying cities he is reported to have said: “Some do and 
some d ~ n ’ t . ” ~  
Yet, even Osipow is willing to forward some tentative conclusions 
which could direct further study. He points out that it may be useful to 
assume a tripartite typology for women in analyzing their career devel- 
opment, i.e., “the home-maker,...the traditional career-oriented 
woman, who works, but in a female-dominated or accepted work set- 
ting; and the pioneer career woman, who works in a male-dominated 
field....’ He further concludes that among the most significant barriers 
confronting women trying to implement careers are societal sex-role 
stereotyping and women’s personal value conflicts. 9 
Educators as Role Models 
Teachers are natural candidates for role models. The very nature of 
learning by the student’s repeated observation of the teacher, invites the 
student to select the teacher for a role model. In professional education, 
especially at the postgraduate level, the teacher as role model introduces 
an interesting complexity. Except for the case of the clinical or visiting 
practitioner-instructor, the educator has selected teaching as the profes- 
sion of choice rather than the profession about which the teaching is 
focused. The literature of library education admonishes the professor to 
return periodically to practice or calls for more practitioners to teach.” 
Part of the motivation for such suggestions is undoubtedly an underly- 
ing assumption that the teachers are serving as role models (albeit 
insufficient) for students. 
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It is probably true, considering modeling in the broadest sense- 
i.e., modeling in terms of an integration of both skills and style-that 
library educators serve most fully as role models only for doctoral 
students who are considering careers as library educators. Library 
school administrators teaching administration-and especially aca- 
demic administration-may also serve as role models in this broad 
sense. Educators, nonetheless, serve in some capacity as role models for 
students as they begin the development of their professional identities. 
This may be especially true in librarianship, as was suggested earlier. 
The distinction about the degree to which a professional educator may 
serve as a “proper” model for the professional practitioner may be one 
that is more easily drawn by professors and practitioners than by stu- 
dents during the time period devoted to their formal professional educa- 
tion. Whether educators in the professions serve more as models for 
style-i.e., as models for manner and attitude-than as models for skill 
or knowledge utilization is an interesting question.” It is, however, a 
refinement which will not be analyzed within this article. 
The question of whether educators ought to serve as models for 
their students may be a question of interest to some who wish to better 
understand the effects of education.” There are many who believe that 
the teacher, like the librarian, should be “neutral”; rather than prescrip- 
tive. As this question raises elusive ethical considerations, i t  toowill not 
be dealt with here. 
Women Educators as Role Models 
The degree to which the gender of an educatorhole model is a 
salient factor has been submitted to considerable analysis. The results of 
this subset of the women’s career development literature are not differ- 
ent from the broader set. Gender is a statistically significant factor in 
some studies, but there is insufficient evidence to conclude that gender is 
a prominent factor in most instances. What follows here areabstracts of 
five studies that deal with gender of role model and women’s careers. 
Elizabeth Almquist and Shirley Angrist in their study of factors 
that distinguish career-salient women from conventional or traditional 
women concentrated on the “notion that career women are products of 
broader sex role definitions by focusing on the various role models 
which may influence their career lifestyle choices. ’J’Based upon pre- 
vious research, they assumed that career salience for women includes 
motivation to have both marriage and a career and that a combined role 
model and reference group framework aids in explaining college 
women’s career aspirations. The data were derived from a longitudinal 
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study of one class from a women’s college and were collected through 
questionnaire and interview. Ten hypotheses were studied. The most 
critical of these for this article was: “Career-oriented women will have 
been more influenced by teachers and persons in a given occupation, 
and less influenced by family and peers.” The study confirmed this 
hypothesis, and it  was found that “career-salient women were more 
likely to indicate teachers and persons in the occupation as the most 
important sources of personal influence on their occupational choi- 
ces....,914 With regard to gender of the faculty and occupational role 
models Almquist and Angrist15 note that they were not exclusively men 
or women: 
It is difficult to ascertain whether these influential persons were 
exemplars of the possible in combining marriage and career and 
hence probably female, or if they presented a technical explication of 
a particular occupational role, in which case the sex of the model is 
less relevant. Career-salient women with working mothers [a statisti- 
cally significant characteristic of these women] already had the 
former, and for them faculty role models provided psychological 
incentives to select the particular occupation. These incentives 
include rewards for academic performance of work activity in which 
the model aids the neophyte in developing a self concept as a person 
capable of operating in a given occupation. 
In this study the authors noted that the career-oriented students 
were most likely to have majored in departments which had a modest 
concentration of female faculty while also noting that the highest 
concentration of non-career-oriented students was in home economics, 
which had an almost all female faculty. They caution, and rightfully so, 
that any attempt to explain the relationship between career salience of 
students and the sex composition of the faculty could not be generalized 
beyond the study university.“ 
In a two-part experimental study by Susan Basow and Karen Howe 
they concluded that “females were more influenced by female models in 
their choices of career than were males ....In neither experiment was 
there a main effect of sex on choices.”” In both experiments mothers 
and female teachers had particularly strong effects on females support- 
ing the assertion that female teachers act as important role models for 
female students. As more males were influenced by male adults, the 
experiments suggest that gender may be an important factor as students 
look to their same sex for influence when making career decisions. The 
females in the experiments also reported that they were equally influ- 
enced by male models while the males were not equally influenced by 
female models.’’ 
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Gilbert, Gallessich, and Evans studied the effect of sex of faculty 
role model on eighty female and seventy-seven male graduate students 
enrolled full time in a graduate psychology department of a large 
southwestern university.” Among other information studied they ana- 
lyzed three aspects of the graduate student experience-i.e., stress, com- 
petency, and satisfaction-in relation to the students’ choice of role 
model. Regarding choice of role model: “Proportionally more female 
than male students selected a female role model, and more male than 
female students a male role model, x (1) = 6.19, p < .01. Moreover, 
although only 10% of the graduate faculty was female at the time of the 
study, 35% of the female students identified a female professor as their 
role model.”20 
The data in this study support the idea of the importance of 
same-sex role models in students’ professional development. The results 
indicated that female graduate students with female professors as role 
models identified themselves as more career-oriented, confident, and 
instrumental-i.e., effective-than did female students identifying male 
role models. 
The majority of early studies related to gender of faculty role 
models were done in undergraduate women’s colleges. The most recent 
have concentrated on effects of gender of all groups of potential role 
models on women who select nontraditional occupations-i.e., tradi-
tionally male-predominant fields-such as engineering. In a study of 
7664 individuals receiving degrees from the University of Washington 
between summer 1977 and spring 1978, Lunneborg concluded that 
“there was no evidence that women or men are more effective role model 
influences for nontraditional professional women.”21 The results of this 
study supported other studies? 
Nontraditional careers are fostered more by identification with and 
the emotional support of both parents-rather than mother or 
father-in high school, during undergraduate studies, and in gradu- 
ate school. The nontraditional orientation was fostered by a generally 
strong supportive milieu in which siblings, teachers, peers, and other 
adults encouraged as well. Indeed, in graduate school, the peer group, 
males and females, was the strongest rated influence in this sample. 
In general, Lunneborg found that the chief role of faculty members is as 
motivators; male and female students look to faculty members for 
perceptions of the faculty’s aspirations for them. 
In a study by Seater and Ridgeway of 269 college students (1 12 
women, 157 men, of whom 202 were undergraduates and 67 graduate 
students) they found that only 44percent of the undergraduate women 
had found a woman faculty member with whom they identified 
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although 71 percent thought that such a person would be desirable. 
“However, the 43 women who were able to find a female faculty role 
model did have significantly higher degree expectations and were sig- 
nificantly more likely to have plans to enroll in graduate school than 
were the 55 women who had not found such a model (63% of the women 
with a female faculty role model vs. 38% without expected to earn a 
degree of M.A. or higher, x = 4.4642, p < .02; and 57% with a model vs. 
36% without had specific plans to enroll in graduate school, x =3.921, 
p < .05).”23 Seater and RidgewayZ4 concluded from their data a rather 
startling effect of female faculty as role models: 
It appeared that female faculty members functioned more as personal 
(orientational) others than as role specific significant others for 
women students. It was as if women students trusted men, in thiscase 
male faculty members, to be the final arbitrators of the achievement 
world, and that only encouragement from them served as a motivator 
to attempt to succeed. It is likely as well that the achievement- 
femininity conflict was more effectively assuaged when achievement 
encouragement came from males. 
In the fifth and final study to be related here, Walker, in her study of 
college freshmen using the Coopersmith Self-Esteem Inventory (which 
is a scale measure of attitudes toward women) concluded that exposure 
to role models-in particular, female faculty advisors-had a signifi- 
cant effect on the women’s self-esteem and sex role attitudes.% 
Female Faculty as Role Models in Librarianship at the University of 
Wisconsin-Madison 
In order to further explicate the question of gender of faculty role 
models in library education, we undertook a survey of the M.A. degree 
students in the School of Library and Information Studies at the Univer- 
sity of Wisconsin-Madison. In 1981-82 the percentage of female faculty 
members in the United States as reported in the Digest of Educational 
Statistics was 26.8 percent.26 In all ranked categories, lecturer through 
professor, males outnumbered females except in the category of instruc- 
tor where females held 52.2 percent of the positions. In the tenure-track 
ranks, assistant professor through professor, females held a diminishing 
percentage of the positions as rank increased-i.e., 35.5 percent of 
assistant professors, 21.2 percent of associate professors, and 10.4 per- 
cent of full professors. 
The case in accredited schools of library and information science in 
terms of overall percentage of women faculty is considerably different. 
In 1983-84, sixty-six schools reporting in the Association for Library 
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and Information Science Education (ALISE) statistics enumerated 658 
faculty members, of which 278 (42.2 percent) were women. In the 
tenure-track ranks the percentage of women in each rank decreases as 
rank increases. Females make up 61.4 percent of assistant professors, 
35.6 percent of associate professors, and 33.7 percent of professors. In 
looking at the distribution of women faculty in library science educa- 
tion based on the latest ALZSE Direct0 y , female instructors comprise 
the largest percentage teaching in traditionally female-dominated sub- 
ject areas of children’s/young adult librarianship (88 percent female) 
and school librarianship (84 percent female). Women instructors within 
the traditionally male-dominated fields of automation and academic 
librarianship make up 25 percent and 30 percent respectively.28 Deans 
and directors are counted in the ALISE statistics as a separate category. 
Females account for 25.8 percent of this category-i.e., in January 1984, 
there were seventeen female and forty-nine male deans and directors. 
In January 1985 the faculty of the School of Library and Informa- 
tion Studies numbered sixteen, of which five were part-time lecturers. 
Of the sixteen, nine are male and seven are female. Of the eleven 
full-time faculty members, seven are male and four are female. The 
ranks of the faculty are one female assistant professor, one male asso- 
ciate professor, and nine professors, of which six are male and three are 
female. The school also employs six teaching assistants, four female and 
two male, who undoubtedly serve as surrogates for faculty role models. 
Survey of Students in the University of Wisconsin-Madison School of 
Library and Information Studies Master’s Program 
A short questionnaire (see appendix) containing only seven ques- 
tions (three of which provide an identity check on program enrollment, 
credit hours completed, and gender of respondent) was distributed in 
February 1985 to all students in the University of Wisconsin-Madison 
School of Library and Information Studies master’s-degree program. 
The purpose of this survey was to gather information on the existence 
and influence of role models and role model gender in the career choices 
of “near” professionals-i.e., master’s students. This study attempted to 
test Shapiro, Haseltine, and Rowe’s assertion that a role model is a 
“contributory factor in the construction of professional identity.”’’ 
Since master’s students in graduate library schools are professionals 
“under construction,” the authors assumed that if role modeling did 
influence career choices, these students, who are presently in the process 
of creating a professional identity for themselves, would be better quali- 
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fied to answer questions on role models than professionals who would 
need to revive their memories of this process. 
There were sixty usable responses returned from the 112 question- 
naires distributed to master’s students who had completed at least nine 
credit hours in the master’s program. The nine credit hour limitation 
insured that students were enrolled in the master’s program long 
enough to meet and evaluate faculty and visiting practitioners. Of the 
sixty responses, ten were from males and fifty from females. The return 
rate for the study was 54 percent. 
Questions 1-3 on program enrollment, credit hours completed, and 
gender of respondents provided checks on the population of the survey. 
Figure 1 lists these questions and a breakdown by gender of each 
question’s responses. Although the ratio of five female respondents to 
one male appears high, it reflects the gender distribution of school 
population. Of the 112 possible respondents, 20 were male (50 percent 
return rate) and 92 female (54 percent return rate). Library Science is 
definitely a female-dominated field at the master’s level. 
In which of the School’s programs are you enrolled? 
Master’s Student 0 6 t h  Yr Specialist Certificate 
D h D  
None of the above (You need not complete this survey, but please return it 
to box #205.) 
How many credit hours have you completed at SLIS? ( 1  Course usually = 3 
credit hours) 
1-8 9-18 m19+ 
Please identify your gender. 
Male a Female 
Figure 1.  Sex and Enrollment Status 
To question +-‘‘Do you presently have one or more role models 
who influence your professional development?”-the majority of 
responses, seven male and thirty-one female, was “yes.” Of the twenty- 
two “no” responses, three were male and nineteen female. Figure 2 
illustrates the gender of present role models. Not all affirmative 
responses included the gender of the role model( s). Male responses 
indicated that male role models are more numerous than female, but 
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that female role models also strongly influence professional develop- 
ment. Female respondents pointed out that female role models have an 
important influence on their professional development. Male role mod- 
els influence females as well, but to a lesser extent than female role 
models influence males. These data do not support Basow and Howe’s 
conclusion that females are more influenced by female role models in 
career development than are males. This data suggests that the influence 
of female role models on males is proportionately greater than on 
females. 
Comments made by students who indicated having role models 
describe the models as being primarily teachers and practitioners. 
Repeatedly students stated that their role models were exemplars, and 
that they intended to “follow in their footsteps.” 
Do you presently have one or more role models who influence your 
professional development? 
@J NO @ YES-If yes, please explain 
briefly in what ways this person or 
persons serves as a role model. 
Please include the gender of your 
role model(s). 
First Role Model: Male @J Female 
Second Role Model: Male Female 
Figure 2. Sex of Current Role Models 
Question 5 asked: “Whether or not you presently have a role model 
did you previously have a role model who influenced your professional 
development?” Of the sixty responses, six males and twenty-three 
females stated that they have had role models influence their profes- 
sional development in the past. Four males and twenty-seven females 
reported no previous role model influence concerning professional 
development. Figure 3 shows the gender of previous role models. Male 
respondents indicated that previous role models were predominantly 
male. Responses from women were not as homogeneous as the men’s 
although female role models did outweigh males. Respondents showed 
no proclivity toward role modeling-i.e., those indicating they pres- 
ently had role models were no more likely to have had previous role 
models than those who did not. 
Students’ comments stressed one factor-the personal involvement 
of the role model in the student’s career. Role models’ occupations 
varied; often the role model was working outside the library studies 
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Whether or not you presently have a role model did you previously have a role 
model who influenced your professional development? 
NO @ YES-If yes, please explain 
briefly below in what ways this 
person served as a role model. Please 
include the gender of your role 
model. 
Male Female 
Figure 3. Sex of Previous Role Models 
field. However, each was remembered because of the personal encour- 
agement which they gave the student. The transition in role models 
from the previous role model who provides emotional support to the 
present role model who provides a standard of behavior can be partially 
attributed to the maturing process, but it is also partially a result of the 
students’ increased awareness of the requirements of the field. Learning 
that success in librarianship requires certain behaviors, the students 
emulate those people who they perceive as being successful. 
TOquestion 6-“Do you think it  is important for students in 
professional schools to have faculty who serve as role models?”-of the 
respondents, forty-two-eight male and thirty-four females-answered 
“yes.” Of the eighteen “noes,” two were from males and sixteen from 
females. See figure 4 for the responses to this question. 
Do you think it is important for students in professional schools to have faculty 
who serve as role models? 
NO Yes-Explain briefly why 
you think so. 
Figure 4. Importance of Faculty Role Models in Professional Schools 
The question on whether or not students in professional schools 
felt it was important to have faculty role models brought a flood of 
comments. There are two approaches: (1) faculty provide a special type 
of professionalism which differs from that of practitioners, and (2) 
faculty are the first chance a master’s student has to observe a profes- 
sional in library studies. Comments from both sides of the question have 
a common theme-the idea of faculty role models as a part of the 
educational process in a master’s program. It was believed by master’s 
students responding to this question that faculty role models are not 
only an important element of their graduate library studies education, 
but one which is necessary for a thorough education. 
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Question 7 asked if “the gender of an instructor has ever been an 
important factor in choosing courses.” The majority of responses, ten 
males and forty-three females, reported that gender had never been an 
important factor in the selection of courses. Only seven responses, all 
from females, indicated that gender was a factor in course selection (see 
fig. 5). 
Do you believe that the gender of an instructor has ever been an important 
factor in choosing your courses? 
NO D Yes-explain briefly why. 
Figure 5. Influence of Instructor Gender on Course Selection 
As was the case with question 5,it is the comments which make this 
question especially informative. Reasons for using gender as a factor in 
course selection were varied. Empathy and admiration for female 
faculty members, a need to identify with a female instructor, and reluc- 
tance to take a class taught by a male instructor were listed as reasons for 
selecting a female instructor over a male one. 
Students’ negative comments provided insight into why this ques- 
tion generated a large number of negative responses. Although no 
explanation for their decision was requested, many female students 
offered one. Some students pointed out that choice of instructor was not 
possible in the master’s program at the University of Wisconsin- 
Madison, because the small number of faculty often did not allow for 
choice of instructor. In the opinion of these master’s students, question 
7 should not have been worded to ask if the gender of an instructor has 
ever been an important factor in choosing courses; rather, in their 
opinion, the question should have asked if the students would use 
gender of instructor as a factor in choosing courses. Comments indicate 
that the responses to this question would differ from the responses 
obtained by question 7. 
Conclusion 
Gender appears often as an important variable in career choice. 
The most pervasive barrier for women in making career choices and in 
advancing in careers is societal sex-role stereotyping. Consequently 
many women experience value conflicts when their career choices and 
desires for advancement do not match societally accepted women’s roles. 
In the past decade, the entire field of career development for women has 
been particularly volatile, and it  is difficult to assume that any study 
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more than two or three years old is particularly illuminating today. 
While there is no agreement whether the influx of women in the work 
environment in both traditionally female and nontraditional careers is 
making fundamental changes in the fabric of society, there is no doubt 
that change has occurred. Assuming that role models are indeed impor- 
tant reference individuals for some women at various times in their 
personal and career development, clearly the available pool of women as 
role models is expanding. The most relevant questions regarding role 
models are becoming more refined. For those women for whom role 
models are significant reference individuals, does gender of model play 
a significantly different role in traditionally female career choices than 
in nontraditional female career choices? That is, is it more important for 
women to have same-sex models in engineering than in librarianship, 
or within librarianship is it more important for women to have same- 
sex models in management or information systems design than in 
children’s services or school librarianship? 
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Appendix 
Role Modeling Related to the Professional Development of 
Librarians 
Please  t a k e  15 minutes  of your t ime t o  r ead  and answer t h i s  important  
survey.  
T h i s  survey a s k s  q u e s t i o n s  about t h e  p o s s i b l e  importance and i n f l u -  
ence of r o l e  models i n  t h e  p r o f e s s i o n a l  development of L i b r a r i a n s .  
Survey answers w i l l  be  used i n  anupcoming a r t i c l e  f o r  LIBRARY 
TRENDS j o i n t l y  au tho red  by Jane  Robbins-Carter and J i l l  Moriear ty .  
Your anawers t o  t h i s  survey w i l l  he  c o n f i d e n t i a l .  P l e a s e  r e t u r n  t h e  
survey form t o  my m a i l  box I 205 by February 15 1985. 
Thank you f o r  your t h e  and a s s i s t a n c e  i n  t h i s  i n q u i r y  i n t o  what w e  
b e l i e v e  is an  important  a r e a  o f  i nqu i ry  i n  our  f i e l d .  
1. In which of t h e  Schoo l ' s  programs a r e  you ellrolled ? 
nMaste r ' s  S tuden t  6 t h  Y r  S p e c i a l i s t  C e r c i r i c a t e  U P H D  
=None of t h e  above (you need no t  complete t h i s  su rvey ,  but  

p l e a s e  r e t u r n  it t o  box I 2 0 5 . )  

2. How many c r e d i t  hours  have you completed a t  SLIS ? (1 Course u s u a l l y  
= 3 c r e d i t  hour s )  
1-8 n 9-18 019+ 
3 .  P l e a s e  i d e n t i f y  your gender .  
0Male 0Female 
Next page p l ease  + 
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The following is one definition of the term role model as related 

to Professions which has general acceptance. Please read this 

definition and answer the questions below using this definition: 

A role model is an individual whose behavior, personal style 

o r  Specific attributes you emulate in order to contribute 

to the development of yourself as a professional. 

5 .  	 Do you presently have one or nore role models who influence 
your professional developnen: ? 
aYES-If yes, please explain briefly 

in what ways this person or 

persons serves as a role model- 

Please include the gender of 

your role model(s). 

First Role Model: =Male 

Second Role Model: 0Male aFemale 

5 .  Whether or not you presently have a role model did you previously 
have a role model who influenced your professional development ? 
NO I I Y E S - I f  yes. please explain briefly 

below in what ways this person 

served as a role model. Please 

include the gender of your role 

Next page please _j 
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D E F I N I T I O N  REPEATED FOR YOUR CONVENIENCE 
A role nodel is an individual whose behavior, personal style 

or specific attributes you eaulate in order t o  contribute 

t o  the development of yoirself as a professional. 

6 .  Do you think it is important for students in professional schools 

to have faculty who serve as role models ? 

0NO 0YES-Explain briefly why you think so-
7 .  D o  you believe that the gender of an instructor has ever been an 
important factor in choosing your courses ? 
0NO nYES-Explain briefly why. 
PLEASE RETURN TO ILAIL BOX # 205 BY FFBRUARY 15 
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DARLENE E. WEINGAND 
Women, Art, Technology, and Crisis 
WOMENFACE SEVERAL technological issues in the information profes- 
sions. First, the work is changing rapidly as technological changes are 
introduced. Women need to respond to this change in the workplace- 
in both the content of work tasks and the coping with change itself. 
Second, women need to be willing to make a positive contribution to 
technological development. Finally, women need to seek out and use to 
the fullest the continuingeducation experiences that can assist in devel- 
oping the knowledge and strategies they need to respond to technologi-
cal change. These are challenging issues which affect both today and 
tomorrow; a brief glimpse at history can be useful preparation in 
consideration of these challenges. 
Historical Perspective 
The sexual division of labor was established in the first 
hunterlgatherer societies and has been maintained through successive 
stages of civilization.' Although industrial societies were built by the 
labor of both men and women, the work requiring the greatest aggres- 
siveness, competitiveness, and daring was undertakerl by men, leaving 
routine factory work and domestic work to women. The development of 
labor-saving modern conveniences for the home has not caused change 
in this division of labor.2 
Darlene E. Weingand is Assistant Professor, Extension Communication Programs,
School of Library and Information Studies, University of Wisconsin-Madison. 
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Some women have bridged the gap in the division of labor, but they 
have been in the minority. Fox and Hesse-Biber emphasize that beyond 
the general constraints and restrictions that have operated on all women 
at work (e.g., concentration in the lower-ranking and lower-paying 
positions and in the less powerful and prestigious places and locations), 
women have been disadvantaged by certain other problems3 
First, women’s participation and advancement is hindered by cultural 
conflicts between a sex role requiring nurturance, empathy and sup- 
port and an occupational role demanding aggressiveness, competi- 
tiveness and risk. Correspondingly, organizational attitudes reflect 
perceived disparities between (1) the characteristics and tempera- 
ments thought appropriate for women and (2)those thought approp- 
riate for managers and professionals .... 
Second, these occupations make unusual demands on time and 
energy, which, when combined with family demands on women, 
create two imposing, and sometimes competitive, roles .... 
Finally, as a consequence of men’s numbers and dominance, men 
share common “understandings” about rules and styles of compet- 
ing, bartering and succeeding which ease men’s communication but 
exclude women as outsiders. 
In the library world, Heim states that:4 
If women legally have the same chance as men to rise to the upper 
echelons of library work they do not have the same chance sociologi- 
cally. They are trying against their natures to conform to male models 
of leadership, they are finding themselves disproportionately repres- 
ented professionally, and they are not making the impact on the 
scholarly world of librarianship by getting their ideas into print. 
One illustration that is symbolic of the women’s situation in the 
broad range of the information professions is the restrictions on the 
ability of women to operate within the mass media-an industry which 
has used state-of-the-art technology throughout its history. In the early 
nineteenth century, opportunities dwindled for women in printing and 
publishing.6 The Civil War enlarged these opportunities once again as 
women assumed the positions left vacant by men departing for military 
duties. By the 1920s and the advent of commercial radio, women again 
found their opportunities limited. Newscasting was reserved for men 
because station managers and advertisers believed that men’s voices 
alone carried authority and believability.’ This situation has recently 
changed to a degree in the broadcast industry, as today’s media women 
have assertively moved into the technological arena. However, the old 
role patterns and models still persist, and women fight their battle for 
career parity on two fronts: the professional sphere-where male domi- 
nance carries the strength of history and tradition; and the personal 
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sphere-where old role expectations remain entrenched, fostering 
unrealistic psychological demands on the professional woman. 
The impetus for change is likely to come from the following 
factors. First, the shift from a manufacturing to an information econ- 
omy has produced a corresponding alteration of the work-related 
reward system: physical strength is no longer a prime attribute; intellec- 
tual “strength” is the key in the Information Age.5 Mind has replaced 
muscle as the qualifier for employment and advancement in a number 
of occupations. This shift in the workplace offers unparalleled oppor- 
tunities for women. The traditional cultural attitudes can now be 
challenged if women are willing to do so.Women can grasp the very real 
potential presented by technological development and use various 
forms of continuing education to become “information experts” and to 
use the opportunities of the changing workplace to advantage. 
Second, women can emphasize virtues such as compassion, caring, 
and nurturing-human attributes which can be most beneficial in a 
workplace where machines can so easily have a dehumanizing effect. 
The strength of intellect coupled with the nurturingvirtues can create a 
work environment that is satisfying to both men and women. 
In Search of the Achieving Technological Woman 
Technological Developments and Career Paths 
Women’s responsibilities to Kinder, Kirche, Kiiche have changed 
little, in spite of the fact that women work in an environment designed 
for persons who are expected to devote themselves solely to their jobs. In 
addition, the jobs selected by women are still most often extensions of 
traditional activities--80 percent of employed women work in service, 
clerical, sales, or factory jobs.’ These jobs are frequently low in pay, 
status, and power, due in part to the changes in work tasks precipitated 
by the adoption of new technology. 
Changing technology has produced widespread changes in 
women’s roles in information-related occupations. Sally L. Hacker, in 
her longitudinal case study of AT&T, examined sex stratification, tech- 
nology, and organizational change. Hacker concluded:’ 
1. Technological displacement was seen to cut across management and 
nonmanagement categories, affecting most severely white women’s 
employment and traditionally minority women’s occupations. Sex 
and race were better predictors of structural change and of technologi-
cal displacement than  were t radi t ional  categories of 
managemenunonmanagement. 
2. 	Higher levels of skill and responsibility due to technological change 
reflected the elimination of traditionally women’s work. 
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3. 	Under affirmative action, men gained more traditionally women's 
positions than the reverse. 
4. 	Women do serve as a reserve labor army. Here, we can see the con- 
scious manipulation of the push and pull factors operating at the 
same time, which affect women workers. 
5. 	Corporations select their technologies. In this case, military and 
economic interests appear to predominate, with sex and race divisions 
in the labor force facilitating the change to a more sophisticated 
telecommunications technology. The  corporation was able to shift a 
large part of its organizational uncertainty to the most disadvantaged 
groups in society. 
6. 	Finally, working men are advantaged to some degree by sex stratifica- 
tion...they can and do  use unions and the law to keep things that way, 
and they are directly advantaged by women's subordination in their 
private as well as public lives. This subordination helps maintain 
processes summarized in 1-5 above. 
Although AT&T operates in the profit sector, its corporate structure and 
products are in the information sector, and its jobs are among the 
information occupations. The analysis of AT&T can serve as a case 
study from which to derive relationships in other segments of the 
profession. 
If women are not relegated to traditional work roles and if there are 
lessons to be learned from the AT&Texperience, the impact of technol-
ogy and change must be consciously addressed. Deliberate efforts must 
be made to encourage women to become technologically proficient so 
that they can become technological decision-makers, instead of techno-
logical clerks. 
Hennig states that strong and positive family dynamics in child- 
hood are critical determinants in the development of competent women 
executives. She cites the following family characteristics:" 
1. 	Both parents valued highly for their girl child both femaleness and 
achievement, activity, and competitive success. 
2. 	Both parents valued each other highly and reinforced each other's role 

choices and behavioral styles. 

3. 	Each parent related to the other and to the child as separate persons, 

yet valued highly and supported each other's relationships. 

4. 	The female child was treated by her family as a person who was a 
female but who had available to her all role and behavior options 
available to either sex. 
5. 	The family constellation provided a security base and a source of 

personal reward, satisfaction, and reinforcement that allowed the 





6. Overall, the parents created a positive, supportive climate in which 

the girl child could explore, without limitation of gender-related 

constraints, numerous roles and behavioral styles that allowed the 

girl child to experience direct instrumental life at a very early age. 
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The results of such family support were twofold. First, as the girl 
child was allowed to experience active, self-directed instrumental life 
and achievement motivation, she developed feelings of mastery and 
success at increasing levels of difficulty in a variety of settings that did 
not exclude direct competition with young male children. These feel- 
ings of mastery and success provided a base of self-confidence from 
which to view the prospect of change as a challenge rather than as a 
threat. This interior sense of being in control produced a personal 
environment in which technology or any other development which was 
new and different could be regarded as a positive challenge rather than a 
negative crisis, and the woman’s response was more likely to be corres- 
pondingly positive. 
Second, although many women get caught in the double bind of 
achievement u. femininity, these girl children spent their earliest years 
developing tremendous amounts of self-esteem, supported by parental 
reinforcement and their own experiences of mastery and success. High 
self-esteem aided their decision-making as executives under pressure, 
allowing both achievement and femininity to be nurtured and brought 
to bear upon technological development. For women raised in such an 
environment, fear of change and new developments dissolved quickly 
because their basic psychological orientation was one which focused on 
mastery and success. Rather than feeling overwhelmed by change, such 
women were more likely to feel challenged by the situation. 
For women raised in less fortuitous circumstances, the prognosis is 
less positive. The Carnegie Commission’s report on Opflortunitiesfor 
Women in Higher Education made special note that “a substantial 
proportion of the intellectual talent of women has been and is being lost 
to society as a result of cultural circumstances. Men are given compara- 
tively more opportunities to use their mental capacities,” The report 
further asserted that “women and men have equal intellectual abilities. 
This is demonstrated by their performances on test scores and in class 
grades.” Finally, the report proclaimed: “The supply of superior intelli- 
gence is limited, and the demand for it in society is ever greater. The 
largest unused supply is found among women.”” 
These statements articulate a challenge to society, specifically to 
women. The technological present and future offer the potential to 
overcome old barriers and to take advantage of new opportunities. In 
particular, women who chart their course in the information profes- 
sions face the opportunity for personal advancement coupled with the 
corollary ability to bring their well-developed nurturing and caring 
skills to settings which are becoming increasingly mechanized. The 
challenge will be to diversify women’s energies, to continue to nurture 
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humanistic ideals, but also to take on the challenge of the visible and 
increasingly technological workplace. There are more barriers to be 
breached, however, than the cultural and traditional. Women are the 
product of both home and school; it is to this latter environment that 
attention must also be drawn. 
The Educational Gap 
N o  career advancement into the technologicaVinformation age 
can take place without adequate educational preparation. More than 
curriculum is involved, however. Solomon's study of professional 
women concluded:" 
For all, the encouragement or discouragement of an influential per- 
son made an essential difference in their development. They affirm 
what is striking in history: that women's expectations have grown 
because some people and some institutions have believed in them. 
Whether during childhood, school days, college, graduate, or profes- 
sional years, these women have had special encouragement from one 
or more people: father, mother, teacher, friend, or professional 
colleague. 
Institutional support also is vital. While discussing the impact of 
education, Ampola ~uggested:'~ 
Colleges can help by enabling women to resolve their women-work 
conflicts with more support. The active interest of a faculty member, 
particularly a female, can be of particular help. The  college must help 
the student to come to grips with the reality that, asdemandingas the 
present and near future appear, there will be another future of 
approximately 35 years when her children will be grown. 
Institutional s u p r r t  has not always been forthcoming. For example, 
Bunting charges: 
When i t  comes to the production of professionally successful women, 
perhaps the best, and the worst, thing that can be said about American 
education is that it hasn't tried ....Not only has American education 
failed to conceive of women as an important source of professional
talent, but its structure and processes have actively discouraged their 
aspirations. 
Some of the negative elements identified include emphasis on grades 
and daily performance rather than on the solving of social and intellec- 
tual problems, the scarcity of female role models, scarcity of supportive 
male teachers, and predominance of schedules. 
These comments do more than indict present educational systems: 
they offer direction, and they can provide focus for future educational 
efforts. Application of adult education principles to both undergradu- 
ate and graduate education can stimulate current students andaidin the 
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recruitment of both single and married women. There is definitely a 
resource pool of able and talented women who can be encouraged to 
demonstrate their knowledge during preprofessional studies and then 
move into significant careers. More flexibility in class scheduling, 
broadened financial aid, child care availability, acknowledgment of 
prior experience, curricula with a problem-solving approach, oppor- 
tunity for self-direction, and active mentoring can put both preservice 
and continuing education into a new perspective-for both men and 
women. 
Using adult education principles and relating to women students 
in a holistic way may result in higher levels of achievement among 
women professionals. The decisions facing women in the information 
professions can be facilitated by educational preparation which is flexi-
ble and supportive. A rigid and impersonal approach does little to 
encourage present learning and future practice that values flexibility 
and coping in a changing environment. However, education that fosters 
individualized learning and active reinforcement of self-confidence and 
achievement can be a catalyst for change for information professionals. 
The Role of Continuing Education 
Technology presents crisis decisions to women in the information 
professions. Crisis, however, is more than the negative connotation 
commonly ascribed to it; it is a catalyst for decision-making and there- 
fore becomes an opportunity. For the individual woman, being bom- 
barded by more and more information presents a continuous crisis 
situation. For the woman who wants to advance in the information 
professions, the rate of technological development can be ovenvhelm- 
ing. It becomes increasingly difficult to keep professionally current and, 
without continuing education, it is virtually an impossible task. 
Continuing education is a process in which the self-assessment of 
individual needs and goals is primary. This assessment can be aided and 
encouraged by a knowledgeable and supportive professional colleague 
or career counselor. If this assistance is not available, the self-assessment 
should still be done, for the analysis of strengths and liabilities is a 
prerequisite to effective career planning. In marketing terms, this pro- 
cess is defined as a marketing audit. The audit includes the personal 
assessment as well as analysis of the professional environment and its 
trends. If done in a thorough and comprehensive manner, this personal 
assessment becomes a coherent personal plan for present and future 
career development and continuing education. Updated on an annual 
basis, or more often if environmental factors on either the micro or 
macro levels alter significantly, the personal plan becomes a valuable 
career blueprin t.15 
FALL 1985 349 
DARLENE WEINGAND 
This blueprint, however, requires a corollary responsibility on the 
part of the educational provider. Peterson states that:16 
Perhaps the most drastic changes in thinking and planning will be in 
the field of education, for women’s foremost claim on society will be 
for educational opportunities geared to their multiple roles in mod- 
ern society. The  times demand a concept of education as a continuing 
thing, for men certainly, but for women especially. They require a 
revision of the conventional structure of education so that adults may 
resume education at  whatever point they broke off their formal 
schooling. 
A second responsibility of the provider is the ability to listen and 
respond. Educators and  practi t ioners have a real-and 
understandable-difference in perspective. Daniel suggests that in order 
to improve communication, a shift in attention from a concentration on 
inputs (courses and faculty) to outputs (desired outcomes) can be a 
useful strategy.” This would result in position descriptions which are 
defined in terms of required competencies-an exercise enhancing prac- 
titioners’ own understanding of the role they play and providing valua- 
ble data to both educators and persons engaged in personal career 
planning. 
If curriculum is both appropriate and flexible, another key issue 
still remains: Who shall pay? Of course, all education incurs costs but by 
whom shall these costs be borne? Employer? Student? Scholarship or 
grant? Tax support? In the first case, proactive and innovative organiza- 
tions are continually seeking out new ideas and are eager for their 
employees to be in tune with the state-of-the-art. Staff development and 
tuition reimbursement are viewed as necessary to the health of the 
organization. Other employers authorize time release plans which offer 
partial administrative support to employee advancement. 
The bottom line is student self-financing with the entire responsi- 
bility and cost burden resting on the employee. This option has social 
and professional ramifications, as the capacity to pay varies widely. 
Tuition assisted by scholarship or grant may equalize educational 
access to a degree, but a fundamental problem is present in student- 
financed continuing education. 
Finally, there is the possibility of tax support assistance. By far the 
most equitable-particularly in the light of the tax dollars expended at 
the K through 12 level and at the undergraduate level-is the channel- 
ing of public monies across the spectrum of lifelong education. Such 
public expenditures can be the key to coping with the need for new 
learning caused by technological development and change. Society can 
ill afford to “prepare” its citizens for a static world which no longer 
exists and ignore the realities which continuing education addresses.” 
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Financial aid is an integral component of educational opportunity, 
but it can be particularly critical for those persons for whom the addi- 
tional economic burden would add intolerable stress to their lives. All 
too frequently women are in life situations where economics is a major 
determinant. If the technological revolution is not to pass women by, all 
necessary opportunities must be available to them in order to facilitate 
their entry and advancement in the information professions. 
For women’s continuing education in the information professions, 
the following recommendations are put forward regarding self-
assessment, competencies, and financing. 
1. The woman who aspires to the professional role and seeks to find the 
appropriate education to achieve her goal needs to search for an 
educational pattern and structure that will approximate her life 
needs as closely as possible. She needs to look for the flexibility in 
scheduling and coursework; foster relationships with supportive 
faculty and peers; and needs to continually work at making her 
learning environment as positive and rewarding as she can. She 
needs to maintain a holistic perspective in terms of personal and 
professional endeavors, life and work tasks. 
2. For the woman who is a working professional, all of the previous 
statements regarding preservice education apply to continuing edu- 
cation as well. Rather than approaching continuing education in a 
scatter-shot way, the professional woman should do an annual self- 
assessment of her needs, her work and life situation, and her working 
environment. A self-assessment works to identify the gaps in a per- 
son’s knowledge, education, skills, and training with respect to 
present and future needs. Educational opportunities should blend 
well with the adult’s individual requirements and education may 
take the form of academic courses, short-term seminars or work- 
shops, conferences, or self-directed study. The professional woman 
can learn and advance under the tutelage of a mentor who can guide 
her as she climbs the professional ladder. 
3. 	Many women may feel nervous about machinery, change in the 
workplace, job security, or any of the many variables present in 
today’s work environment. Taking action rather than reacting can 
help to put misgivings in perspective. Seeking out education and 
experiences that help confront the fears head-on, and learning about 
changes that worry the professional woman can help her be assertive 
in dealing with change. 
These recommendations concerning continuing education are 
both specifically directed to women in information professions and to 
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women who have been affected by technological change on the job. The 
skills and knowledge gained through continuing education can provide 
women with opportunities to overcome traditional cultural, psycholog- 
ical, and economic impediments. 
Recap: Tomorrow Can Be Shaped 
Erikson claims that the hope of men and women collides with 
dominant trends in our technological civilization, and with deep inner 
resistances as well. He asserts:” 
Woman, in many ways, has kept her place within the typologies and 
cosmologies which men have had the exclusive opportunity to culti-
vate and to idolize. In other words, even where equality is closer to 
realization it has not led to equivalence, and equal rights have by no 
means secured equal representation in the sense that the deepest 
concerns of women find expression in their public influence or, 
indeed, their actual role in the game of power. 
Erikson’s concern is that there is a “gigantic one-sidedness” threatening 
to make man the slave of his triumphant technology and that the female 
elements in human nature are being overlooked. 
In addition, the innate tendency of organizations is to replicate 
themselves because this is the comfortable thing to do. Barriers are 
created to defend the power base against the different. Yet it is heteroge- 
neity, not homogeneity, that promotes creativity. The diversity of male 
and female attributes is positive, not negative, in learning to cope with a 
changing world. 
The desirability of goals demanding full participation of both 
males and females in the human experience and in the effort to direct 
human destiny cannot be denied. Yet current inequities between women 
and men in the world of work are present. The potential for society to 
become a slave to the machine does exist. The possibility of the dehu- 
manized workplace is real. However, the potential exists for women in 
the information professions to be decision-makers regarding informa- 
tion technology and thus to have an impact in the direction of the 
technological future. 
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